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HAPTER -1
INTRODUCTION

1.1 INTRODUCTION TO THE STUD

Nowadays organizations face m%ny issues when dealing with their employees. In
today’s competitive era , organizations trily their best to build a talented and loyal workforce.
In today’s market, there is cut-throat comtpetition among organizations to survive. In order to
prosper in the long run, organizations ‘ust be able to build a loyal and highly motivated
workforce. So in this light, the concept of “Employee Engagement” assumes greater

significance. The organization must work|to develop and nurture engagement.
|
Employee Engagement is the lev%l of commitment and involvement an employee has
towards his/her organization. An engaged employee is aware of business context and works
with colleagues to improve performance within the job for the benefit of the organization. It
is a positive attitude held by the employees towards the organization. They must feel an

emotional bonding with the company. It depends on how the employees are being treated by

the organization and the employee’s perception regarding his/her workplace environment.
|

This study examines the various determinants which have an effect on the
engagement levels of the employees. It also does a comparative analysis between Gallup’s

Employee Engagement Index and Roffe)T park’s Index measuring employee engagement.

1.2 INDUSTRY PROFILE

1
|
1

The Indian electrical equipment iﬁdustw comprising of multinationals, large , medium
and small players is fully geared up producing, supplying and exporting a wide variety of
electrical equipment including switchgear and controlgear equipments needed by the

expanding industrial and power sector. |It is estimated that the present size of the Indian
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terms in 2010-11. Overall exports decrea
MV/HV by more than 25% . Weightage

industry index is 15.2 % .

Currently the MV and HV segme
orders. Inadequate demand could be due
finalizing tenders. Unfortunately bunchin
Further insistence on repeated type testi

laboratories poses additional delays and h:

India’s power generation capacity
in 2011. With the Eleventh Five Year
maximum of 55000 MW. The Governn
electricity in villages. Schemes like R-
opportunity for the LV and MV switchg

electrified.

Infrastructure sector is one of th
Twelfth Five Year Plan of the Governm|

over the next five years upto 2017. An

sed by 8% , whereas imports increased mainly for

of switchgear industry based on IEEMA electrical

nts are suffering from overcapacity due to lack of
to insufficient planning by the users and delay in
ig of orders also creates supply-delivery problems.
ng of products in spite of inadequate type testing

arm to the equipment.

of 2300 MW in 1950 has expanded to 180000 MW
plan (2007-2012) the capacity has increased by a
nent is focusing on increasing the penetration of
APDRP and RGGVY are providing an excellent

car market with large number of villages yet to be

e most important thrust sectors in the Eleventh and
ent , with an estimated investment of $475 billion

average GDP growth of about 7.6% and massive

investments from the private and public sector are expected to drive the growth in

infrastructure segment.

This includes modernization of ¢

hospitals, commercial complexes , IT

Roadways and Schools. Infrastructure de

=

cial economic and social infrastructure such as new
Parks, Shopping malls, Ports, Railways, Metro,

elopment is expected to benefit the RMU’s (Ring

Main Units) , Intelligent switchgear, Air insulated and Moulded Case circuit breakers market

= O

for switching, control and general protect#on applications.

As in other parts of the world, nu:

=g

erous power plants in India are nearing the end of

their service plan, thus requiring overha\.*ling and modernization. This includes replacement

of existing transformers, which are on average over 30 years old and the replacement of LV.



additionally support growth of the switchgear market. The switchgear industry continues to
innovate and upgrade its products to meet|the evolving future needs of its customers. Some of

the new developments/trends in the switchger industry are : Soft starters, Vacuum

contractors, Magnetic actuators, Ring Main units , electronic sensors, Intelligent switchgear

and VCB’s with higher ratings.

The Switchgear industry also faceF various problems which hampers its growth in our
country. Because Switchgear industry ha.# to largely depend on the financially weak EB’s for
its sales. The condition of EB’s has ipcreasingly worsened over the years. Switchgear
industry also faces stiff competition fr¢m unorganized sector and Chinese imports. The
industry also suffers from lack of HV s ‘itchgear test facilities in the country. There is also
another major proBlem which has arisen due to the entry of unproven contractor and sub-
contractors with minimal technical knowledge. In addition to this, lack of standard
specifications and design parameters clubbed with increasing trend of customization is

adversely impacting the delivery schedule as well as taking away the benefits of economies

of scale. |
|

However schemes like APDRP and RGGVY are providing an excellent opportunity

for the LV and MV segments to develop. Moreover generation capacity is expected to be
augmented by around 150000 MW duri%g the eleventh and twelfth five year plans (2007-

2017). More than 60000 MW is under coTstruction.

Looking at the gap in technolog / in India , it was felt that there was a lack of real
R&D activity and innovation in the industry. In order to take concrete steps to encourage
R&D activities, IEEMA regularly orga*lizes International Technical conferences every 3

years. This is good news for the secto}, as it opens up new avenues for the industry to
develop. |




1.3 ORGANIZATION PROFILE

Gem Manufacturers Pvt. Ltd started in the year 1946 was the first of its kind in India
to manufacture switchgear products. During its six decades of existence, GEM has achieved a
reputation as an ethical organization. GEM has built up a good brand image and a vast

network of dealers.

GEM through its well knit saleT force has serviced its customers across a wide
spectrum which includes major industrie#, the farming community and the households. GEM

i
has always placed premium on Quality a.r*d Research & Development.

At GEM, facilities represent the %ackbone of the company. Spread over an expansive
area, it is proposed to expand the factory\still further. The design department employs all the
latest software packages like ProE, Aut({Cad,etc.... Gem 1is equipped to test switchgear and
control gear as per IS standards. To ascertain optimal efficiency, raw materials procurement

and finished materials despatches are fully integrated.

With state of the art infrastructur%, the company is capable of producing upto 150000
switches, 30000 motor starters and IOOObO electrical accessories annually. The tool room is
very well equipped to develop tools for new products. It also operates as an independent

profit center with expertise to execute prajects from other organizations.

GEM has an exhaustive produck portfolio which comprises of : Fuse switches,

Changeover switches, Motor starters, KitKat fuses, Distribution fuse boards, Circuit breakers,
\
Plugs & Sockets, Cables, Insulation ta#)es, Water level controller, Pump control panels,

Change boards and various other electric$l accessories.



GEM products comply with the following standards of IS,IEC & BS.

Fuse Switch, Switch Fuse, Changeover -
switches, on load changeovers & switch
disconnector fuse

Motor Starter, Contactors & ovérload —re
Distribution fuse Boards

Kit Kat Fuses

Miniature Circuit breakers(MCB)
Residual Current Circuit Breaker (RCCB)
HBC fuse links

Industrial Plug & Socket ’
Insulation Tape
Cables

1S 13947-3

IS 13947-4-1
IS 2675
IS 2086

IS 8828(1996)
IS 12640-12000,BS:4293

IS 13703-2-1(1993)& IEC 269(1986)
IS-8804,BS 4343

1S 7809(Part-1)-1975

IS 694,IEC 332-1&2,IEEE 383
IEC 754-1&2,BS 4066-1

GEM has always believed in adopting ethical trade practices. The company has

steadily enhanced its product range and today, it’s a multi-product organization and a vibrant

entity servicing customers across a wide spectrum of industries. GEM today under its

umbrella has 2 joint venture companies namely :

1.Gem Telergon switchgear Pvt Ltd. and

2.Gorlan Technologies Pvt Ltd.

GEM has established its credentials as a technology resource center, catering to

product and design needs of switchgear companies in Europe. Gem through its CAM switch

manufacturing Indo-Spanish JV, GT has demonstrated how European technology can be

adopted to Indian conditions for optimal results.




The Products of GEM are exported to countries in Middle East, Africa, and South

Asia. GEM has also been a recipient of the prestigious EEPC award for achieving excellence

in exports. Over the past six decades, GE]

in the market. It continues to stand the t

progress and development.

1.4 STATEMENT OF PROBLEM

M has managed to carve out a unique niche for itself

est of time and marches ahead in the path of rapid

In today’s competitive conditions, there are various factors which affects the

employees working in an organization

. If the organization can manage to engage its

employees it will enable them to derive a lot of benefits from their workforce. Engaged and

committed employees give the organizat

productivity and less employee turnover.

Dramatic changes in the global ¢
implications for commitment and recipro
employee engagement. Factors like scar
pressures , etc.... have prompted busine
business organizations , restructuring h

management.

Although restructuring helps the ¢
has broken the employees’ expectations
are increasingly becoming aware that t
employer long enough to retire. And wi
less committed towards their employers.
and implement effective strategies for

thereby revitalizing their engagement.

jon a crucial competitive advantage through higher

conomy over the past decade have had significant
city between employers and employees-and thus for
ce and costly resources, high labor costs, investor

5s organizations to restructure themselves. At some

as resulted in reductions in staff and in layers of

rganizations to compete effectively in the market, it

of reciprocity. Many employees all over the world

hey can no longer count on working for a single

th reduced expectations of reciprocity, workers feel
As a result, many companies are struggling to create

reviving the commitment level of employees and




1.5 OBJECTIVES OF THE STUDY

Primary Objective:

The primary objective of, this st

engagement and to make a comparative ar

Secondary Objectives:

To suggest corrective measures to

1.6 SCOPE OF THE STUDY

The study is conducted at GEN

To analyze the drivers of employe
To analyze the impact of demogra

To examine the extent of the impa

udy is to analyze the determinants of employee

nalysis between Gallup and Roffey Park methods.

e engagement.
phic variables on employee engagement.
ct of the drivers on employee engagement.

the organization..

A Manufacturers Private Limited, Coimbatore.The

study aims to analyze the various determinants of employee engagement to identify what

drives the employees to become motivate
environment. In short, engagement can b
alignment. Engagement can be comple
employees may be easier to realize, bu
actively working to produce great results
to develop an accurate measure of en

engagement for your organization and a

hindering engagenment. It will be an esse

d and become committed and engaged in their work
e described as the degree of employee-organization
X to measure. Achieving a high level of satisfied

t its much harder to engage them so that they are

5 for the organization. Thus organizations can strive

gagement, one that identifies both the drivers of
solution to address behaviours and practices that are

ntial business tool.
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CHAPTER -2
REVIEW OF LITERATURE

Nitin Vazirani, (2007), This study focuses on how employee engagement is
an antecedent of job involvement and what should company do to make the
employees engaged. The paper also looks at the Gallup 12-point questionnaire, that
identifies strong feelings of employee engagement and the steps which shows how to

drive an engaged employee.

Robert J.Vance, (2006%, This study examines the ways in which the
employees and corporate consultants define “engagement”. Though different
organizations define engagement differently, some common themes emerge. These
themes include employees’ satisfaction with their work and pride in their employer,
the extent to which people enjoy and believe in what they do for work and the

perception that their employer values what they bring to the table.

Right Management(2009), To arrive at a clearer understanding of
engagement drivers impacting |critical business metrics, such as performance,

employee satisfaction and retention, Right Management conducted a major study of
engagement among 28,810 employees representing a broad range of industry sectors
from 15 countries in the Americas, Europe, and Asia-Pacific. Most respondents were
from private corporations employing 50 or more people. This survey asked
participants to self-report on attitudes, performances and conditions directly related to
the effectiveness of their organizations. It identified 11 key determinants of

organizational effectiveness.




Dr.Padmakumar Ram and Dr.Gantasala V.Prabhakar (2011) , The purpose of

this study was to investigate the potential mediating relationship of employee engagement

between job characteristics, perceived extrinsic and intrinsic rewards, perceived

procedural justice, perceived distributive justice and perceived supervisor support on one

hand and Job satisfaction, Job involvement and organizational citizenship behaviour on

the other.

Kahn(1990) undertook a qualitati‘+e study on the psychological conditions of personal

engagement and disengagement by interf/iewing summer camp counsellors and staff at an

architecture firm about their moments of %ngagement and disengagement at work. He defined

disengagement as, the decoupling of tﬁe self within the role, involving the individual

withdrawing and defending themselves
Disengaged employees displayed inco

automatic or robotic (Kahn1990:694).

May et al (2004) found that
significantly related to engagement. Th
positive predictors of meaningfulness,
conciousness were negative predictors. R
availability, while participation in out
meaningfulness was found to have the st

terms of engagement.

during the role performances (May et al 2004).

plete role performances and were effortless,

meaningfulness, safety, and availability were
ey also found job enrichment and role-fit to be
while adherence to co-worker norms and self-
esources were a positive predictor of psychological
side activities is a negative predictor. Overall,

rongest relation to different employee outcomes in

Maslach et al (2001) describes job engagement as the positive antithesis of burnout,

noting that burnout involves the erosio

Maslach et al, six areas of work-life lead t

n of engagement with one’s job . According to

o either burnout or engagement : workload, feelings

of choice and control, community and social support, perceived fairness, values, and rewards

and recognition.
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Towers perrin (2003) made a useful comparison between a range of demographic
segments from job level to industry category and found a pattern across the segments. Each
group had only a small group of ‘highly engaged’ respondents, a slightly smaller disengaged
group, with the majority in the ‘moderately engaged’ group. However in each case there is
one exception to the pattern that is woqu noting; Senior executives were found to be more
highly engaged than any other group anh were less likely to be disengaged. Cynics might
suggest this may be linked to income level and, while this certainly emerged as important in
this study, it was not the only contributory factor. More important were role characteristics,
such as challenge, authority, autonomy,| stimulation, access to information, resources and
growth opportunities, that research has s*xown are linked to high levels of engagement. The

lowest levels of engagement have been found among hourly workers, who arguably have the

least control or influence over their jobs and work experience.

I

|

!
Robinson (2006) opines that inc#ividuals categorise and make sense of events and
situations according to their own unique and personal frame of reference, which reflects their
personality, past experiences, knowledge, expectations and current needs, priorities and

interests.

Bowditch and Buono (2001) suggest that, “our personality acts as a kind of
perceptual filter or frame of reference which influences our view of the world”. Therefore, it
is argued that it is our personal perceptio+x of our social and physical environment that shapes
and directs how engaged an employee }s, rather than some objective understanding of an

external reality.

Wilson (2004) argues that “feelirigs connect us with our realities and provide internal



organizations involves us in worry, env

emotions”. The Perrin ,Towers (2003) s
rationality as core components. They
individual’s personal satisfaction and the
their work and from being a part of th
engagement is a process that never ends

emotionally enriching work experience.

Gallup’s US research (2002) T}
fulfillment in their jobs and are more
observe a difference between employees
found that married employees tend to ha
single. This suggests that these employee

in both their personal and professional liv

11

'y, hurt, sadness, boredom, excitement and other
tudy of engagement, identified both emotions and
found that emotional factors are linked to an
sense of inspiration and affirmation they get from
eir organization. According to the study, building

and it rests on the foundation of a meaningful and

his study concludes that women tend to find more
engaged than their male counterparts. Gallup did
who are single and those who are married. It was
ve a higher level of engagement than those who are
s have come to a point where, they are more settled

€S.

Cooper (1997), According to hi
rather than shut out at work, they car

productivity gains by individuals, teams ,

s research , if the emotions are properly managed

1 drive trust, loyalty and commitment, and great

and organizations.
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CHAPTER -3
RESEARCH METHODOLOGY

Research may be defined as a search for knowledge through an objective and
scientific method of finding solution to a problem. Research methodology is a way to
systematically solve the research probleﬂn. It includes the various steps that are generally
adopted by a researcher in studying problem along with the logic behind them. During the

research we have adopted the following résearch design.
Research Design

e To decide the objective and subjective of the research.

e To determine the most suitable m#thod of research.

¢ To determine the sources of data.

e To decide the appropriate research instrument for data collection.

e To determine the suitable samplin& design and sampling size.

|
e To conduct the field survey for da‘ta collection

e To prepare the research report

3.1 TYPE OF RESEARCH

The method adopted was ‘Desq‘:riptive study’ , where set of elements that will

influence the engagement of the employeips of Gem Manufacturers Private Limited.

3.2 DATA AND SOURCES OF DATA|

The data used for this research is primary data. The research instrument used for data
collection is structured questionnaire which was carefully designed keeping the entire

objective in mind. The collected data are analyzed and the information is presented in the
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Instrument development and design:

Structured questionnaire was used|to collect data. The constructs used in the

questionnaire are given below:

Link with organization mission:

An employee must be able to iddjntify himself with the mission of his organization.
The goal of the organization must be in ljﬁarmony with an employee’s individual goals. Then

only an employee will be motivated enouéh to put in quality effort and achieve best results.

Customer focus:
|

The employee must realize ho#j»v his’her role is instrumental in bringing about
customer satisfaction. The employee mu%t understand that his/her inefficiency might have a
direct and negative impact upon the im%ge of the organization in the eyes of the customer.
Because highly engaged employees canioffer better quality of service to customers, as the

quality of their work tends to be better thﬁ‘m their counterparts.

Rewards and Recognition:
Any employee irrespective of hi#; age or position, would like to be duly recognized

and rewarded for their work. Because if the organization fails to recognize the contributions
1

of an employee and reward him approp#iately, the motivation levels of the employee might

drop and subsequently his work perfoménce will decline.
Pride in employer:

For an employee to feel engaged bnd committed towards a particular organization, the
employee must first be able to identify l}?limself with the organization. He must feel proud to
be a part of his/her organization. If an%employee is able to feel that pride, he/she will be
naturally motivated and feel inclined %to put in their best efforts for the growth of the

organization.
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Decision making authority:

Every employee must have a certain degree of freedom and autonomy in their work.
Otherwise they might feel that their work is cumbersome and monotonous. This will

definitely impact their performance. To make the employees feel motivated and engaged, the

authority must be decentralized to a certain extent.

Employee wellbeing:

The organization must have a singere interest in the welfare and development of its
employees. The employee must feel that tbe organization cares for him/her as a person. Then
they will be able to form a bonding an$ connectivity towards the organization. This will

motivate and encourage them to push hard‘ and produce quality results for the organization.

Future advancement:
|

The company must follow a fair apd transparent process while promoting employees.

Employees must feel that everyone in thé: company has an equal chance of being promoted.
i

The organization must provide ample ?pportunities for the employees to advance their

careers. This will make the employees to :;‘,tay committed towards the organization.

Support from supervisor:

The senior employees must take # sincere interest in the growth and development of

their sub-ordinates. Only then will the ehlployees feel committed towards the organization

and would put in their best performance to achieve organizational objectives.
Challenging work:

The nature of work must be cHallenging. It must open up new avenues for the
employees to develop their knowledée and skills. Otherwise if the employees feel
|

monotonous about their work, they might|lose interest and their performance might gradually

decline.



Gallup’s Employee engagement Index:

that identifies strong feelings of employse

drive an engaged employee.

Roffey park’s Index:

understanding of the nature and psychol

offers general insights into employee enga

Roffey park’s Index contains qu

The Gallup Index survey has a 12

igement and how to foster it.

15

) point questionnaire. It is a twelve question survey

>e engagement and the steps which shows how to

estions which has been designed to get a deeper

ogical underpinnings of employee engagement. It

SNO | DIMENSION/ NO. BASIS / REVIEW FROM MODIFIED /
FACTOR OF WHICH THE DIMENSIONS | RETAINED AS
ITEMS WAS TAKEN SUCH
1 Link with 5 Right Management (2008) Retained
organization
mission
2 Customer focus 5 Right Management (2008) Retained
3 Rewards and 5 Right Management (2008) Retained
recognition
4 | Pride in employer 5 Right Management (2008) Retained
5 Decision making 5 Right Management (2008) Retained
authority
6 Employee 6 Right Management (2008) Retained
wellbeing
7 Future 6 Right Management (2008) Retained
advancement
8 Support from 5 Right Management (2008) Retained
supervisor
9 Challenging work 5 Right Management (2008) Retained
10 Gallup’s 12 Nitin Vazirani (2007) Retained
employee
engagement
11 Roffey park’s 10 www.roffeypark.com Retained
employee

engagement
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3.3 TIME PERIOD COVERED

This study is carried out at Gem Manufacturers Private Limited, Coimbatore and the
study period is FEB-APR 2012. The collected data are analyzed and the information is

presented in the form of tables and exhibits.

3.4 POPULATION & SAMPLE SIZE

The company has an employee str%ngh of 225. The total samples taken for this study
is 200. |

3.5 SAMPLING TECHNIQUE

The sampling technique used for tl%nis study is simple random sampling. It is one of the
|

probability sampling techniques, where all the items have an equal chance of being included
1

in the sample. This minimizes the risk of|data being biased and enhances the accuracy of the
|

results. ‘

|
3.6 STATISTICAL TOOLS USED |
|

The collected data were analyzed with reference to each of the specific objectives of
the study and the following statistical too{is were used in the study.
e Weighted average analysis
e Paired t-test analysis
e Correlation Analysis
e T-test Analysis

e One way Anova Analysis

e Multiple Regression
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3.7 LIMITATIONS OF THE STUDY

The process of collection of data was a real challenge as it has taken more time for the
employees to respond. Further, there was reluctance on the part of the employees to provide
data. However, adequate care has been exercised to collect the unbiased data. The study was
conducted only with reference to GEM| Manufacturers Private Limited, Coimbatore and
hence the perception and attitude of employees belonging to other companies may vary and

so the results cannot be generalized to all other business organizations.




ANALYSIS AND
INTERPRETATION
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CHAPTER -4

ANALYSIS AND INTERPRETATION

4.1 DESCRIPTIVE STATISTICS }

Table 4.1.1

Age of 1the respondents

S.no Age group of the No.of.Respondents Percentage of
respondentsj respondents (%)
1 20-30 years 74 37
2 31-40 years 66 33
3 41-50 years 48 24
4 >50 years 12 6
Total 200 100

It can be observed from the above table that 37% of respondents are in the age group

of 20-30 years, 33% of the respondents are in the age group of 31-40 years and 24% of the

respondents are in the age group of 41-30 years, while 6% of the respondents are above 50

years of age.

It can be concluded that majority 70% of the respondents belong to the age group

between 20-40 years.
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Chart-4.1.1
Age of|the respondents
Age of the respondents
= Percent
37
33
6
20-30 31-40 41-50 >50

\

The above chart indicates the percentage of respondents falling into the four
|

different age groups. It can be clearly irkrferred that a majority 70% of the respondents fall
within the age group of 20-40 years. ‘

Table 4.1.2:
!

Marital sta*us of the respondents

S.no Marital status of the | No.of.Respondents Percentage of
respondents respondents (%)
1 Single | 60 30
2 Married 140 70
Total | 200 100
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It is clear from the above table that 30% of the respondents are single, while 70% of
the respondents are married.
It can be concluded that majority 70% of the respondents are married.

Chart-4.1.2

Marital status of the respondents

Marital status of the respondents

M Single

® Married

The above chart clearly indicates the fact that a majority 70% of the

respondents are married.



Table 4.1.3

Educational qualification of the respondents

S.no Educational qualification of the No.of. Percentage of
respondents - ] respondents (%)
1 SSLC 66 33
2 HSC/TI : 73 36.5
3 UG/DIPLOMA 61 30.5
Total | 200 100

21

It is clear from the above table tl‘*‘at 33% of the respondents are educated upto SSLC

level, and 36.5% of the respondents ha\}e completed HSC/ITL, while 30.5% of them have

completed their UG/Diploma.lt can be jboncluded that majority 69.5% of the respondents

|
have SSLC and HSC/ITI level of educati{lon.

Chart-4.1.3
|

Educational qua‘ification of the respondents

|
Educationanualification of the
resp

ndents(in %)

mSSLC
® HSC/ITI
= UG/DIPLOMA
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The above chart clearly indicates that 33% of the respondents are educated upto
SSLC level, and 36.5% of the respondents have completed HSC/ITI, while 30.5% of them

have completed their UG/Diploma.

able 4.1.4

Union membe#ship of the respondents

S.no Union membership No.of. Percentage of
of the respondents respondents (%)
Respondents
1 YES 105 52.5
2 NO 95 47.5
Total | 200 100

It is clear from the above table tﬂat 52.5% of the respondents are members of trade

unions while 47.5% of the respondents do;h’t belong to any trade union.

|
It can be concluded that majority $2.5% of the respondents are belonging to the trade

unions. \
|

Chart-4.1.4

Union membership of the respondents

Union membership

W YES
uNO
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The above chart clearly indicates that majority 52.5% of the respondents are

members of trade unions while 47.5% of the respondents don’t belong to any union.

Employee engagement is measured using 11 constructs. Each construct comprises of

5-12 items. The responses to the individual items are analyzed.
Chart-4.1.5

Mean levels of “Liﬂk with organization mission”

45

35
2.5

0 T T

1.5
0.5

LomMm1 LOM 2 Lo LOM 4 LOM S

LOM 1- I am committed to my organization’s core values

LOM 2- My personal objectives are linked to my work area’s business plan

LOM 3- I clearly understand my cﬁrganization’s mission

LOM 4- My organization is effecﬁ‘ive at attracting and retaining talent

LOM 5- The mission statement of my organization does not inspire me

The above chart depicts the mean level for each of the statements under the
construct “Link with organization mission”. It can be noted that the third statement (I clearly

understand my organization’s mission) has got the highest mean score of 4.22. The fifth

statement (The mission statement of my organization does not inspire me) has got the lowest
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Chart-4.1.6

Mean levels|of “Customer focus”

4.5

4.08 4.04

CF1 CF2

428
3.84 376
3.5
3
25
5 B Seriesl
1.5
1 .
0.5
0 T T T .
CF3 CF4 CF5

CF 1- Our customers think highly

of our products and services

CF 2- I understand how I can contribute to meeting the customer’s needs

CF 3- The management constantly looks to build customer loyalty

CF 4- We encourage customers to

give constant feedback regarding our products

CF 5- The grievances of customers are solved within a reasonable amount  of time

The above chart depicts

the mean level for each of the statements under the

construct “Customer focus”. It can be noted that the 5th statement has got the highest mean

score of 4.28. The 4th statement has got the lowest mean score of 3.76
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‘hart-4.1.7

Mean levels of “Rewards and Recognition”

45

4 378

3.81

3.42

3.6

34

35

2.5

H Seriesl

15

0.5

RR1 RR 2

RR 3 RR 4 RR S5

1
RR 1- My pay is competitive,whe*l compared to other similar jobs in my company

RR 2- There is sufficient incentiv% to perform well at my organization

RR 3- I have been fairly rewarded
RR 4- The company offers increm

RR 5- The company’s employee b

ents regularly

enefits plan, meets my needs.
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The above chart depicts the mean level for each of the statements under

the construct “Rewards and recognition

”. It can be noted that the fourth statement (The

company offers incremets rgularly) has got the highest mean score of 3.81. The fifth

statement (The company’s employee benefits plans meets my needs) has got the lowest mean

score of 3.4.
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Chart-4.1.8

Mean levels of “Pride in Employer”

5
4.36
4.5 4.06
376
4 362
3.42
3.5
3
2.5
M Seriesl
2
1.5
1
0.5
0 T T ! T ]
PE1 _PE2 1PE3 PE4 PES

PE 1- Everyone is treated with resk)ect at work , regardless of who they are
i

PE 2- Senior leaders have the cap#bility to make my organization successful

PE 3- My organization is involve(‘j in supporting the community
|
PE 4- Senior leaders value emploﬂ(ees
PE 5- People in my organization have the capability to do their jobs effectively

The above chart depicts|the mean level for each of the statements under the
construct “Pride in employer”. It can be noted that the first statement (Everyone is treated

with respect at work regardless of who they are) has got the highest mean score of 4.36. The

third statement (My organization is involved in supporting the community) has got the lowest

mean score of 3.42.
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Chart-4.1.9

Mean levels of “Decision making authority”

5
45
3.82 3.92

4 364 3766 358
3.5

3
2.5 -

M Seriesl

2
15

1
0.5

0 T 1 1] ¥

DMA1  DMA2  DMA3  DMA4  DMAS

DMA 1-I have the authority that
DMA 2- I am encouraged to take

DMA 3-My opinions count

1 need to do my job well
i

3wnership of my work

DMA 4-1 have a sense of indeperﬁdence, while performing my duties

1
DMA 5- Employees are consulted when important decisions are taken

The above chart depicts the mean level for each of the statements under the

construct “Decision making authority”.

It can be noted that the fourth statement (I have a

sense of independence while performing my duties) has got the highest mean score of 3.92.

The fifth statement (Employees are con:

the lowest mean score of 3.58.

sulted when important decisions are taken) has got
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Chart-4.1.10

Mean levels of “Employee wellbeing”

358 3766 35
EW 4

4.44
4.5

3.94

W
~

3.5 4

3
2.5

2
15

1
0.5

0

EW1 EW 2 EW 3 EW5 EW 6

|
EW 1- The amount of presuure I experience in my role is reasonable
!

EW 2- I can concentrate on my joﬂ) when I am at my work area.
|
1

EW 3- My organization actively ;#romotes health and wellbeing

EW 4-My organization invests in it’s people’s learning and development

EW 5- My organization cares for me as a person

EW 6-My organization treats all its employees equally

The above chart depicti the mean level for each of the statements under the
construct “Employee Wellbeing”. It cadj be noted that the 6th statement (My oraganization
treats all its employees equally) has got the highest mean score of 4.44. and the st statement

|
(The amount of pressure I experience in my role is reasonable) has got the lowest mean score
|

of 3.58.
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Chart-4.1.11

Mean levels of “Future advancement”

4.5 17 4715 4.1
4 362
- 3.38 3.38
3
25
2
15
1
0.5
0 : : : : :
FA1 FA2 FA3 FA4 FAS FA6
|

FA 1-There are career opportunities for me at my organization

FA 2-I can balance work and persdnal interests at my company and still progress
|

FA 3-The company does a good jq;b of promoting from within
1
FA 4-The people who are promot%d deserve it

|
FA 5-My company allows me to Hpaintain a balance between my family and work
|

FA 6-All employees have equal g+'owth opportunities

The above chart depictsithe mean level for each of the statements under the
construct “Future Advancement”. It can hae noted that the third statement has got the highest
mean score of 4.17 and the second and}ﬁfth statements have got the lowest mean score of

3.38.
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Chart-4.1.12

Mean levels of “Support from supervisor”

45

3.88

w
~

3.44

3.5

2.5

1.5

0.5

SS1 SS2 SS3 SS4 SS5

SS 1- My immediate manager gives me the support I need to do my job well

SS 2- My superior gives me constant feedback regarding my job perfomance
- SS 3- My superior strongly considers my opinions

SS 4-I interact well with my superiors

SS 5- My superior takes a sincere interest in my career growth

The above chart depicts|the mean level for each of the statements under the
construct “Support from supervisor”. It can be noted that the fourth statement (I interact well
with my superiors) has got the highest mean score of 3.88. The fifth statement (My superior

takes a sincere interest in my career growth) has got the lowest mean score of 3.44.
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Chart-4.1.13

Mean levels of “Challenging work”

45
4 378

i 8
-
[«

4.03 4.09

3.46
35

2.5

15

0.5

w1 cw?2 w3 cw4 CW5

CW 1- My organization is open to change.

CW 2- People are held accountable for their perfomance

CW 3- The organization recognizes and rewards good perfomance

CW 4-Managers have the ability to coach and develop the skill level of employees
CW 5- I keep myself updated regarding the latest trends, in my line of work.

The above chart depicts| the mean level for each of the statements under the
construct “Challenging work™. It can be noted that the second statement (People are held
accountable for their perfomance) has| got the highest mean score of 4.16. The fourth

statement (Managers have the ability to coach and develop the skill level of employees) has

got the lowest mean score of 3.46.
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Chart-4.1.14

Mean levels of “Gallup”

GALLUP 1-1know what is expected of me at work

GALLUP 2-1 have the materials and equipments to do my work right

GALLUP 3-1 have the opportunity to do what I do best everyday
\
i
GALLUP 4-I receive recognition and praise for doing good work
|
GALLUP 5- My supervisor and Folleagues care about me as a person

GALLUP 6- People at work enc{ourage my development
|

GALLUP 7- At work, my opiniq;ns seem to count
GALLUP 8- The mission of my icompany makes me feel that my job is important
GALLUP 9-My associates are c#mmited to doing quality work

|
GALLUP 10- I have a best friendi at work
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GALLUP 12- People at work give me constant feedback about my progress.

The above chart depicts

the mean level for each of the statements under the

“Gallup” dimension. It can be noted that the tenth statement (I have a best friend at work) has

got the highest mean score of 4.42. The eigth statement (The mission of my company makes

me feel that my job is important) has got the lowest mean score of 3.28.

Chart-4.1.15

Mean levels of “Roffey park”

4.5

22
[~

RP1

468
4.36 —

4 | 386 - — os
35 a2q 338~

3 .
25 -

2 -
15 4

1 =
0.5 - _

0 1 — - ‘ . . . .

RP2 RP3 RP4 RP5 RP6 RP7 RP8 RP9

RP 10

RP 1-1 find my work meaningful

RP 2-I am genuinely intertested in the field I work in

RP 3-My job role plays to my strengths

RP 4-Work contributes to my geri:eral happiness

RP 5-1 feel trusted at work
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RP 7- My manager values the work I do
RP 8-I am usually willing to go th% extra mile
RP 9-I can see a future for me in rrLy organization

RP 10-I am proud to be a part of the organization

The above chart depicts the mean level for each of the statements under the
“Roffey park” dimension. It can be noted that the second statement (I am genuinely interested
in the field I work in) has got the highest mean score of 4.68. The fifth statement (I feel

trusted at work) has got the lowest mean score of 3.24.

4.2 TESTING AND RANKING OF THE CONSTRUCTS OF EMPLOYEE
ENGAGEMENT BASED ON THEIR WEIGHTED MEAN SCORE

The weighted average method has been applied on two dimensions namely “Gallup” and

“Roffeypark” in order to give weightage to each items under them and to rank them

accordingly.
Table-4.2.1

Weighted mean ranking for Gallup
Overall employee engagement (GALLUP) WEIGHTED MEAN SCORE | RANK
I know what is expected of me at work 4.2 2
[ have the materials and equipment to do my work right 4 4
I have the opportunity to do what I do best everyday 3.52 11
I receive recognition and praise for doing good work 3.64 9
My supervisor and colleagues care about me as a person 3.65 8
People at work, encourage my development 3.71 6
At work , my opinions seem to count 3.73 5
The mission of my company makes me feel that my job is 3.28 12
important
My associates are committed to doing quality work 4.1 3
I have a best friend at work 4.42 1
I have opportunities to learn and grow 3.64 9
People at work give me constant feedback about my 3.69 7




¢ From the above table, we can cle
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arly infer that the statement “I have a best friend at

work” has got the highest weighted mean score of 4.42 . So it has garnered the

maximum weightage and tops the

ranking .

e The statement “I know what is expected of me at work™ has a mean score of 4.2 and is

ranked in the second place.

e It can be noted that the statement “The mission of my company makes me feel that

\
my job is important” has the lowest weighted mean score of 3.28 among all the items

and is ranked last.

Table-4.2.2

Weighted mean ranking for Roffey
ROFFEY PARK’S EMPLOYEE ENGAGEMENT WEIGHTED MEAN SCORE | RANK
I find my work meaningful 3.86 4
I am genuinely interested in the field I work in 4.68
My job role plays to my strengths 436 2
Work contributes to my general happiness 3.58 7
I feel trusted at work 3.24 10
I make a difference at work 3.38 9
My manager values the work I do 3.52 8
I am usually willing to go the extra mile 4.06 3
I can see a future for me in my organization 3.64 6
[ am proud to be a part of the organization 3.72 5

e From the above table, we can

clearly infer that the statement “I am genuinely

interested in the field I work in” has got the highest weighted mean score of 4.68 . So

it has garnered the maximum weightage and tops the ranking .

e The statement “My job role plays to my strengths” has a mean score of 4.36 and is

ranked in the second place.

e It can be noted that the statement “I feel trusted at work” has the lowest weighted

mean score of 3.28 among all the|items and is ranked last.
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4.3 TEST FOR MEASURING RELATIONSHIP BETWEEN THE CONSTRUCTS OF

EMPLOYEE ENGAGEMENT.

Pearson’s co-efficient of correlatioL has been applied here in order to find out the

nature and extent of relationship between the various constructs.

Table-4.3.1

Correlation between constructs of Employee engagement

MEAN | SD LOM CF RR PE DMA EW FA SS Ccw GP

LOM | 3.5090 | .2526 | 1

CF | 40000 | 4519 [ 0482 |1

RR | 3.5830 | .7385 | 0419" [ 0.765" | 1

PE 3.8440 | .5309 | 0499 | 0.744™ | 0.883" 1
DMA | 3.7240 | .6732 | 0.447" | 0.698" | 0.846™ 08787 |1

EW | 38200 | 4840 | 0486 | 0.714™ | 0.8127 | (0.784" | 0.788 1

FA | 3.7958 | .6585 | 0.439™ [ 0.726" | 0.812" | 0.810" [ 0.816" | 0.810™ | 1

SS 3.6880 | .5573 | 0.418"™ [ 0.610” | 0.769™ 0.780" | 0.830" | 0.841" | 0.7827 | 1

CW [ 39070 | 4723 | 0517 | 0.651" | 0.813" 0.711% | 0697 [ 0.7727 | 0.770™ | 0.7107 1

GP | 3.7983 | .5014 | 0.505 | 0.755 | 0.854™ 0.820" [ 0.837" | 0.893 [ 0.905" | 0.871" | 0.819™ 1

RP | 3.8040 | 4678 | 0.408™ | 0.650™ | 0.824™ 0.760" | 0.824" | 0.877" [ 0.833" [ 0.827" [ 0.781" | 0.884"

** Correlation is significant at the 0.01 level (2 tailed)

(LOM-Link with organization mission, CF-Customer Focus, RR-Rewards and Recognition, PE-Pride in
Employer, DMA-Decision-making Authority, EW-Employee wellbeing, FA-Future Advancement. SS-

Support from Supervisor, CW-Challenging work, GP-Gallup, RP-Roffey park)

¢ From the above table, it can be noted that the dimension ‘Rewards and Recognition’

shares a fairly high degree of relationship with almost all the other dimensions of

employee engagement.

* Also another fact has come into light. It can be inferred that, ‘Link with organization

mission’ has the lowest degree of relationship with all the other dimensions of

employee engagement.

e There is also another major finding which can be inferred from the above table.

Gallup has a significantly greater |correlation with all the dimensions of employee
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4.4 TESTING FOR MEAN DIFFERENCE

The Paired T-test has been applied in order to determine the relationship between
Gallup & Roffey variables..

Table-4.4.1

Paired test between Gallup and Roffey

N Correlation T value df Sig.

Gallup & Roffey

200 .384 -.340 199 | .000

The above table indicates that botljl the variables share a fairly strong relationship with

each other.

4.5 TESTING FOR DIFFERENCE$ BETWEEN GROUPS
|

4.5.1 TESTING FOR DIFFEREN#:ES BETWEEN THE MARITAL STATUS
GROUPS FOR THE VARIOUS CON$TRUCTS OF EMPLOYEE ENGAGEMENT
\

The T-test has been applied in dfder to determine, whether there is any significant
|

difference between the Marital status groﬁps

Table-4.5.1
Independent samples Test using Marital status
Marital N | Mean t df | Significance | S/NS
status value
LOM single 60 | 3.4400 | 2.563 | 198 0.005 S
married 140 [ 3.5386
CF single 60 |[3.9800 | 0.409 | 198 0.647 NS
married 140 [ |4.0086
RR | single 60 ||3.4800 | 1.293 | 198 0.217 NS
married 140 | 13.6271
PE single 60 ||3.7067 | 2.424 | 198 0.014 S
married 140 {13.9029
DMA single 60 |[3.5633 | 2.231 | 198 0.033 S
married 140 [|3.7929
EW single 60 113.6278 | 3.798 | 198 0.000 S
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FA single 60 | 3.6139 | 2.594 | 198 0.019 S
married 140 | 3.8738

SS single 60 | 3.4167 | 4.745 | 198 0.000 S
married 140 | 3.8043

CwW single 60 | 3.7700 | 2.729 | 198 0.019 S
married 140 | 3.9657

GALLUP | single 60 | 3.6764 | 2.275 | 198 0.022 S
married 140 | 3.8506

ROFFEY | single 60 | 3.6550 | 3.008 | 198 0.005 S
married 140 | 3.8679

(LOM-Link with organization mission, CF-Customer Focus, RR-Rewards and Recognition, PE-Pride in
Employer, DMA-Decision-making Authority, EW-Employee wellbeing, FA-Future Advancement. SS-
Support from Supervisor, CW-Challenging work)

H,: There is no significant difference between the groups with respect to the constructs of

employee engagement.

H,: There is a significant difference bejtween the groups with respect to the constructs of
|

employee engagement. |
\

The above table gives the resubts of hypothesis testing. It can be seen that the
significance level is lesser than 0.05 for most of the constructs except for two items :
Customer focus and Rewards and recogbition. Therefore the null hypothesis is rejected.On
the other hand, for two constructs namelj} Customer focus and Rewards and Recognition, the
Hj is accepted and it is concluded that tdere is no difference between the employees who are

married and unmarried. |

Marital status of an employee does not create any difference when it comes to
‘Rewards and Recognition’ because, it|is natural for any person to expect that his work
should be properly recognized and rewarded by the organization , regardless of whether he is

married or not.

4.5.2 TESTING FOR DIFFERENCE$ BETWEEN UNION MEMBERSHIP GROUPS
FOR THE VARIOUS CONSTRUCT% OF EMPLOYEE ENGAGEMENT

The T-test has also been applied in ofder to determine, whether there is any significant

difference between the Union membershﬁp groups .

Hy: There is not any significant differerﬁce between the groups with respect to the constructs
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H,: There is a significant difference between the groups with respect to the constructs of
employee engagement.
Table-4.5.2
Independent samples test using Union membership

Union N Mean t value df Significance S/NS
membership

LOM YES 105 | 3.4933 0.922 198 0.359 NS
NO 95| 3.5263

CF YES 105 | 4.0229 0.751 198 0.451 NS
NO 95| 3.9747

RR YES 105 | 3.5581 0.500 198 0.614 NS
NO 95| 3.6105

PE YES 105 | 3.8286 0.431 198 0.663 NS
NO 95| 3.8611

DMA YES 105 ) 3.6686 1.226 198 0.218 NS
NO 95 | 3.7853

EwW YES 105 | 3.8000 0.613 198 0.535 NS
NO 95 | 3.8421

FA YES 105 3.7825 0.299 198 0.763 NS
NO 95| 3.8105

SS YES 105 | 3.6419 1.231 198 0.212 NS
NO 95| 3.7389

Ccw YES 105 | 3.9067 0.010 198 0.992 NS
NO 95 | 3.9074

GALLUP | YES 105 | 3.7802 0.538 198 0.586 NS
NO 95| 3.8184

ROFFEY | YES 105 | 3.7733 0.974 198 0.304 NS
NO 95| 3.8379

(LOM-Link with organization mission, CF-Customer Focus, RR-Rewards and Recognition, PE-Pride in
Employer, DMA-Decision-making Authority, EW-Employee wellbeing, FA-Future Advancement. SS-
Support from Supervisor, CW-Challenging work)

The above table gives the resuhts of hypothesis testing. It can be seen that the

significance level is greater than 0.051 for all the constructs of employee engagement.

Therefore the null hypothesis is accepted| So we can reject the alternate hypothesis.

Hence, Overall it can be concluied that there is no significant difference among the

groups when it comes to the constructs of employee engagement.
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iy treats all its employees equally irrespective of

n infer that the company adopts a balanced policy

to ascertain, whether the groups are homogenous,

ous constructs of employee engagement. They have

4.6.1 TESTING FOR HOMOGENﬂTY ACROSS DEPARTMENTS FOR THE
\

VARIOUS CONSTRUCTS OF EMPLOYEE ENGAGEMENT

Hy: The employees are homogenous withi respect to their perception of the various constructs

of employee engagement across various d%:partments.

H;: The employees are not homogenods with respect to their perception of the various

\
constructs of employee engagement acrosF various departments.

Table-4.6.1
Mean difference across Departments
Sum of Squares | Df | Mean Square F Sig. S/NS
LOM Between groups .246 4 062 | 964 428 NS
Within Groups 12.457 | 195 .064
Total 12.704 | 199
CF Between groups 1.132 4 283 | 1.396 237 NS
Within Groups 39.508 | 195 .203
Total 40.640 | 199
RR Between groups 816 4 204 | 369 .830 NS
Within Groups 107.726 | 195 .552
Total 108.542 | 199
PE Between groups 317 4 29 454 770 NS
Within Groups 55.576 | 195 285
Total 56.093 | 199
DMA Between groups .630 4 A57 | 343 .849 NS
Within Groups 89.575 | 195 459
Total 90.205 | 199
EW Between groups .648 4 162 | .687 .602 NS
Within Cronns 45983 | 195 236
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FA Between groups 1,960 4 490 | 1.133 342 NS
Within Groups ‘ 84.342 | 195 433
Total 86.302 | 199

SS Between groups 311 4 078 | .246 912 NS
Within Groups 61.501 | 195 315
Total 61.811 | 199

Cw Between groups 1.165 4 291 | 1.314 266 | NS
Within Groups 43.225 | 195 222
Total 44.390 | 199

GALLUP | Between groups 1.027 4 257 1 1.021 397 NS
Within Groups 49.006 | 195 251
Total 50.033 | 199

ROFFEY | Between groups 407 4 102 | .460 .765 NS
Within Groups 43.150 § 195 221
Total 43.557 | 199

(LOM-Link with organization mission, CF-Customer Focus, RR-Rewards and Recognition, PE-Pride in
Employer, DMA-Decision-making Authority, EW-Employee wellbeing, FA-Future Advancement. SS-
Support from Supervisor, CW-Challenging work)

The above table gives the results of hypothesis testing. It can be seen that the
significance level is greater than 0.05| for all the constructs of employee engagement.

Therefore the null hypothesis is accepted

Hence, it can be concluded that qhe employees are homogenous with respect to their

|
perception of the various constructs of eq\ployee engagement across Departments.
|

4.6.2 TESTING FOR HOMOGENITY ACROSS AGE GROUPS FOR THE VARIOUS

CONSTRUCTS OF EMPLOYEE ENGAGEMENT
|

Hy: The employees are homogenous Wit$ respect to their perception of the various constructs

of employee engagement across various #ge groups.

|
H;: The employees are not homogenqus with respect to their perception of the various

constructs of employee engagement acro‘Fs various age groups.
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Table-4.6.2
Mean difference across Age groups
Sum of Squares | Df | Mean Square F Sig. S/NS
LOM Between groups .632 4 158 | 2.554 .040 S
Within Groups 12.071 | 195 .062
Total 12.704 | 199
CF Between groups 4.243 4 1.061 | 5.683 .000 S
Within Groups 36.397 195 187
Total 40.640 | 199
RR Between 16.935 4 4234 | 9.012 .000 S
Groups
Within Groups 91.607 | 195 470
Total 108.542 | 199
PE Between groups 8.788 4 2.197 | 9.056 .000 S
Within Groups 47.305 195 243
Total 56.093 | 199
DMA Between groups 8.490 4 2.123 | 5.065 001 S
Within Groups 81.714 | 195 419
Total 90.205 | 199
EwW Between groups 6.733 4 1.683 | 8.227 .000 S
Within Groups 39.898 | 195 205
Total 46.631 | 199
FA Between groups 6.700 4 1.675 | 4.103 .003 S
Within Groups 79.603 195 408
Total 86302 | 199
SS Between groups 11.284 4 2.821 | 10.887 .000 S
Within Groups 50,527 | 195 259
Total 61.811 | 199
CwW Between groups 4925 4 1.231 | 6.084 .000 S
Within Groups 39.465 195 202
Total 44390 | 199
GALLUP | Between groups 5728 4 1.432 | 6.303 .000 S
Within Groups 44304 195 227
Total 50,033 1 199
ROFFEY | Between groups 7,582 4 1.895 | 10.274 .000 S
Within Groups 351975 195 .184
Total 431557 | 199

Employer, DMA-Decision-making Authority, EW-Employee wellbeing, F

A-Future Advancement. SS-

(LOM-Link with organization mission, CF—CJstomer Focus, RR-Rewards and Recognition, PE-Pride in

Support from Supervisor, CW-Challenging work)
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The above table gives the results of hypothesis testing. It can be seen that the
significance level is lesser than 0.05 for all the constructs of employee engagement.

Therefore the null hypothesis is rejected.

Hence, it can be concluded that the employees are not homogenous with respect to
their perception of the various constructs of employee engagement across various age groups.

They vary significantly.

4.6.3 TESTING FOR HOMOGENITY ACROSS EDUCATIONAL QUALIFICATION
GROUPS FOR THE VARIOUS CONSTRUCTS OF EMPLOYEE ENGAGEMENT

H,: The employees are homogenous with respect to their perception of the constructs of

employee engagement.

H;: The employees are not homogenous with respect to their perception of the constructs of

employee engagement.

Table-4.6.3
|

Mean difference ac+oss educational qualification

|
Sum of Squares | df | Mean F | Sig. | S/NS
Square

LOM Between groups .004 2 .002 .029 971 NS
Within Groups 12.700 197 .064
Total 12.704 199

CF Between groups 814 2 407 | 2.014 136 NS
Within Groups 39.826 197 .202
Total 40.640 199

RR Between groups 1.653 2 827 | 1.523 221 NS
Within Groups 106.889 197 .543
Total 108.542 199

PE Between groups 2.241 2 1.121 |  4.099 .018 S
Within Groups 53.852 197 273
Total 36.093 199

DMA Between groups 1.696 2 .848 | 1.888 .154 NS
Within Groups 88.508 197 449
Total 90.205 199

EW Between groups 1.210 2 605 | 2.625 075 S
Within Groups 45.421 197 231
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FA Between groups 1.201 2 .600 | 1.390 252 NS
Within Groups 85.101 197 432
Total 86.302 199

SS Between groups 1.488 2 744 | 2.429 091 S
Within Groups 60.324 197 .306
Total 61.811 199

CwW Between groups 472 2 236 | 1.059 .349 NS
Within Groups 43918 197 223
Total 44.390 199

GALLUP | Between groups 743 2 371 1.484 229 NS
Within Groups 49.290 197 .250
Total 50.033 199

ROFFEY | Between groups 137 2 .068 310 734 NS
Within Groups 43.420 197 220
Total 43.557 199

(LOM-Link with organization mission, CF-Cu

Employer, DMA-Decision-making Authority,
Support from Supervisor, CW-Challenging wo

stomer Focus, RR-Rewards and Recognition, PE-Pride in
EW-Employee wellbeing, FA-Future Advancement. SS-
rk)

The above table gives the results of hypothesis testing. It can be seen that the

significance level is greater than 0.05 for

Therefore the null hypothesis is accepted

‘Pride in employer’ , ‘Employee wellbein
and state that the employees are not homogenous with respect to these 3 constructs. Hence,

overall it can be concluded that the ¢

perception of the various constructs of em

4.7 REGRESSION ANALYSIS AND T

almost all the constructs of employee engagement.
On the other hand, for the three constructs namely

g’ and ‘Support from supervisor’ , we can reject Ho

'mployees are homogenous with respect to their

iployee engagement.

ESTING

4.7.1 TESTING FOR ANALYZING THE IMPACT OF VARIOUS CONSTRUCTS OF
EMPLOYEE ENGAGEMENT ON GALLUP

Table-4.7.1

Regression value for Gallup
Model R R square Adj. R square Std error of the
estimate
1 .961 .924 .920 .14185
ANOVA
Model Sum of squares Df Mean F Sig.
square
Regression 46.210 9 5.134 | 255.181 .000

TP o Bon 1 2 QN7 100 00




Table-4.7.2
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Regression coefficients for Gallup
Model Unstandardized Standardized t Sig.
coefficients coefficients
B Std . error Beta
1 (constant) 052 157 333 .740
Link with organization mission 092 051 .046 1.810 072
Customer focus 096 .038 .086 2.507 .013
Rewards and recognition 074 .039 .109 1.899 .059
Pride in employer 1.087 .050 -.092 -1.721 .087
Decision making authority 008 .037 011 219 .827
Employee wellbeing 210 .048 203 4.415 .000
Future advancement 277 .033 .363 8.369 .000
Support from supervisor 234 .040 261 5.906 .000
Challenging work 092 .043 .087 2.150 .033

a. Dependent Variable: GALLUP

Regression analysis

constructs on the dependent variable Gall

the significance value is also lesser than O

has been applied to analyze the impact of various
up. The R square value is 0.924. In table 4.7.1, since

.05, we can infer that this model is of good fit and it

is reliable and acceptable. The beta coefficients indicate the extent to which the independent

variables affect the dependent variable. Therefore from table 4.7.2, it can be interpreted that

‘Future Advancement’ has the strongest impact on Gallup than any other construct. The next

two constructs namely: ‘Support from supervisor’ and ‘Employee wellbeing’ also have a

significantly high impact upon Gallup.

makes the least impact .It can be noted t

their future career development and als

wellbeing..

4.7.2 TESTING FOR ANALYZING T
EMPLOYEE ENGAGEMENT ON RC

It can be noted that ‘Decision making authority’
hat the employees give the maximum importance to

o expect their supervisor to support them for their

HE IMPACT OF VARIOUS CONSTRUCTS OF

DFFEY
Table-4.7.3

Regression value for Roffey
Model R R square Adjusted R Std. error of the
square estimate
1 925 .856 .849 .18189
Model Sum of squares Df Mean F Sig.
square
Regression 37.271 9 4.141 125.166 .000
Recidunal 6286 190 .033
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Table-4.7.4
Regression coefficients for Roffey
Model Unstandardized Standardized t Sig.
coefficients coefficients
B Std . error Beta
1 (constant) 1.170 202 5.798 .000
Link with organization mission 068 .065 -.037 -1.048 296
Customer focus -.099 .049 -.096 -2.029 .044
Rewards and recognition 126 .050 .199 2.513 .013
Pride in employer 1.192 .065 -218 -2.967 .003
Decision making authority 185 .048 266 3.850 .000
Employee wellbeing 415 .061 429 6.803 .000
Future advancement 1152 .042 214 3.583 .000
Support from supervisor 075 .051 .089 1.475 .142
Challenging work 110 .055 A11 2.002 .047

a. Dependent Variable: ROFFEY

Regression ane

various constructs on the dependent vari

4.7.3, since the significance value is als

good fit and it is reliable and acceptable

the independent variables affect the depe
interpreted that ‘Employee wellbeing’ h
construct. The next two constructs n
advancement’ also have a significantly }

with organization mission’ makes the lea

It can be noted that the emplo
wellbeing and future career developmel
some autonomy in decision making so

performing their work.

alysis has been applied to analyze the impact of
able Roffey. The R square value is 0.856. In table
o less than 0.05, we can infer that this model is of
. The beta coefficients indicate the extent to which
ndent variable. Therefore from table 4.7.4, it can be
\as the strongest impact on Roffey than any other
amely: ‘Decision making authority’ and ‘Future
1igh impact upon Roffey. It can be noted that ‘Link

st impact .

yees give the maximum importance to their own
nt. They also expect the organization to give them

that they can have a sense of independence while




4.7.3 A COMPARISION OF ROFFEY
RESPECT TO THE CONSTRUCTS O

1

[able-4.7.5

Ranking table based on Coefficients

PARK’S AND GALLUP’S INDEX WITH
F EMPLOYEE ENGAGEMENT
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Constructs

Gallup

Roffey

Link with organization mission

O

Customer focus

Rewards and recognition

Pride in employer

Decision making authority

Employee wellbeing

Future advancement

Support from supervisor

Challenging work

N[N [=|W|ee|| Q& |Wn

WA W =N Q||

Spearman’s Rank correlation was applied in order to test the strength of the link

" between the ranks of the order of influence of variables. R was found to be 0.017, which

indicates that they share a fairly weak relationship with each other.

In the above table, the constructs of employee engagement has been ranked according

to their level of impact upon the two dependent variables namely: Gallup and Roffey. It can

be noted that the two constructs ‘Employee wellbeing’ and ‘Future advancement’ have a very

strong impact upon both Roffey and Gallup variables.

Regarding Gallup, ‘Pride in employer’, ‘Rewards and recognition’ and ‘Decision

making authority’ are the constructs which have a very low impact.

Regarding Roffey, ‘Pride in employer’, ‘Customer focus’ and ‘Link with organization

mission’ are the constructs which have a very low impact.




FINDINGS, SUGGESTIONS AND
CONCLUSION
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CHAPTER -5
FINDINGS, SUGGESTIONS AND CONCLUSION

5.1 FINDINGS

e Majority 70% of the respondents belong to the age group of 20-40 years.
e Majority70% of the respondents aiye married.

e 69.5% of the respondents have SSLC or HSC/ITI level of education

e 52.5% of the respondents are members of trade unions.

e ‘Rewards and Recognition’ shares a fairly high degree of relationship with
almost all the other dimensions of employee engagement.

e Gallup has a significantly greater correlation with all the dimensions of

employee engagement, when compared to Roffey park.

e There is no difference in the cc$nstmcts of employee engagement scores between
people who are married or unmar#ied.

e Union membership does not cre#te a difference among employees when it comes to
the constructs of employee enga ‘ement. It clearly shows that, the company treats all
its employees equally irrespectiV? of he/she is a member in any union. We can infer
that the company adopts a balanc%d policy towards its employees.

e The groups are homogenous witlﬁ‘ respect to their perception of the various constructs

of employee engagement, based dn the criteria of Department.

e The Age groups are not homoge%ous with respect to their perception of the various

constructs of employee engagem#nt. They vary significantly.

e ‘Future Advancement’ has the strongest impact on Gallup than any other construct.
The next two constructs namely: fSupport from supervisor’ and ‘Employee wellbeing’
also have a significantly high iljnpact upon Gallup. It can be noted that ‘Decision

|

making authority’ makes the leas# impact.
1
e It can be noted that the employeeF give the maximum importance to their future career

development and also expect thei;} supervisor to support them for their wellbeing.



5.2 SUGGESTIONS

‘Employee wellbeing’ has the str

The next two constructs namely:

advancement’ also have a signific
‘Link with organization mission’ 1
It can be noted that the employ
wellbeing and future career devel
them some autonomy in decisi
independence while performing th
It can be noted that the two

advancement’ have a very strong i
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ongest impact on Roffey than any other construct.
‘Decision making authority’ and ‘Future
antly high impact upon Roffey. It can be noted that
nakes the least impact .

rees give the maximum importance to their own
opment. They also expect the organization to give
on making so that they can have a sense of
eir work.

constructs ‘Employee wellbeing” and ‘Future

mpact upon both Roffey and Gallup variables.

Supervisors must take a sincere aﬁd honest interest in the career development of their

subordinates.

‘Rewards and Recognition’ shar

dimensions of employee engager

es a fairly strong relationship with almost all the

ment. So the organization must make sure that its

employees are duly recognized and rewarded for their work.

The organization must make sure

at the work-place to ensure the we

The Age groups are not homogen
engagement. They vary significan

the junior and senior employees ir

that all the adequate facilities are provided by them

11-being of the employees.

ous with respect to their perception of the employee
itly. The company must make sure that it treats both

1 an equal manner.

5.3 CONCLUSION

An engaged employee is aware

improve performance within the job for

emotional bonding with the company,

employees it will enable them to derive
committed employees give the organiza

productivity and less employee turnover.

of business context and works with colleagues to
the benefit of the organization. They must feel an
If the organization can manage to engage its

a lot of benefits from their workforce. Engaged and

tion a crucial competitive advantage through higher
|
|
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5.4 SCOPE FOR FURTHER STUDY

In today’s competitive conditions, Many employees all over the world are
increasingly becoming aware that they can no longer count on working for a single employer
long enough to retire. And with reduced expectations of reciprocity, workers feel less
committed towards their employers. Especially, if it is considered that gaining new
employees create four times more costs than retaining existing employees from leaving.
Every company wants to engage its employees effectively and retain them for their progress

in the long run. It can be seen that answers to these questions carry great importance for the

firms. A more detailed and comprehensive research study can be conducted on those
variables which the managers might thir%k that will provide solutions to them by retaining

their employees and making them commi#ted towards the organization.
i




|
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PPENDIX

A STUDY ON EMPLOYEE ENGAGEMENT AT GEM INDUSTRIES, COIMBATORE.

( The study has been undertaken for resea
confidential. Thank you

Name (Optional) :

Age: a) 20-30 Yrs
Department :
Designation:
Marital status :
Educational qualification :
Total Experience (in Yrs):
Are you a member of any union? :

b)31-4

a)ssLC

® NGV e WNR

9. Please rate the statements given be
attitudes (ranging from 1-5) :

(1-strongly disagree , 2—disagree, 3
agree)

for spending your valuable time)

DYrs ¢)41-50 Yrs

a)Single / b)Married

b)HSC/ITI

a)Yes / b)No

d) >50 Yrs

c)UG/Diploma

rch purpose. The information gathered will be kept

d)PG

low which best describes your opinions and

-neither agree nor disagree, 4-agree, 5-strongly

a) Link with organization’s mission

I am committed to my organization’s core values 1121|3145
My personal objectives are linked to my work area’s business plan 1/1213(4]|5
| clearly understand my organization’s mission 112{3|4|5
My organization is effective at attracting and retaining talent 1/2|3(4}5
The mission statement of my organization does not inspire me 1|12|3141l5s
b) Customer focus

Our customers think highly of our products and services 112345
I understand how | can contribute to meeting the customer’s needs 1(2[(314]5
The management constantly looks to build customer loyalty 1(2(3]4]|5
We encourage customers to give constant feedback regarding our products 1{2(314]|5
The grievances of customers are solved within a reasonable amountoftime |12 |3 |4 |5
c)Rewards and recognition

My pay is competitive, when compared to other similar jobs in my company | 1 | 2 | 3 | 4 | 5




There is sufficient incentive to perform well

at my organization

I have been fairly rewarded

The company offers increments regularly

The company’s employee benefits plan, meets my needs

R(er]e-
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d) Pride in employer

Everyone is treated with respect at work, re

gardless of who they are

Senior leaders have the capability to make my organization succcessful

My organization is involved in supporting th

e community

Senior leaders value employees

People in my organization have the capability to do their jobs effectively

N P N

NININININ

wlwlwiw|w

iR
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e) Decision making / Authority

| have the authority that | need to do my job well

1 am encouraged to take ownership of my work

My opinions count

| have a sense of independence , while performing my duties

Employees are consulted when important d

ecisions are taken

RiR|R|R|-
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v |

f) Employee wellbeing

The amount of pressure | experience in my role is reasonable

| can concentrate on my job when | am at m

y work area

My organization actively promotes health and wellbeing

My organization invests in it’s people’s learning and development

My Organization cares for me as a person

My Organization treats all its employees equally

PR R =
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g) Future advancement

There are career opportunities for me at my organization

I can balance work and personal interests at my company and still progress

The company does a good job of promoting

from within

The people who are promoted deserve it

My company allows me to maintain a balance between my family and work

All employees have equal growth opportuni

ties

RiR|RR|R (R
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h) Support from supervisor

My immediate manager gives me the support | need to do my job well

My superior gives me constant feedback regarding my job perfomance

My superior strongly considers my opinions

| interact well with my superiors

My superior takes a sincere interest in my c:

areer growth

g oy N T
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i)Challenging work

My organization is open to change

People are held accountable for their perfon

nance

The organization recognizes and rewards good perfomance

Managers have the ability to coach and deve

elop the skill level of employees

[ P TN
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| keep myself updated regarding the latest trends, in my line of work

[1]2]3]4]5

Overall Employee Engagement:

| know what is expected of me at work

| have the materials and equipment to do my work right

I have the opportunity to do what | do best everyday

| receive recognition and praise for doing good work

My supervisor and colleagues care about me

das a person

People at work, encourage my development

At work , my opinions seem to count

The mission of my company makes me feel that my job is important

My associates are committed to doing quality work

I have a best friend at work

I have opportunities to learn and grow

People at work give me constant feedback about my progress

Iy P IR JIPg PN N I TR T P T
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Roffey park’s Employee Engagement :

| find my work meaningful

I am genuinely interested | the field | work in

My job role plays to my strengths

Work contributes to my general happiness

| feel trusted at work

I make a difference at work

My manager values the work | do

I am usually willing to go the extra mile

| can see a future for me in my organization

I am proud to be a part of the organization

[T N P e T R A N
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Any other Suggestions and Comments




