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Abstract 

Employee satisfaction and organizational success are significantly influenced by employee engagement. Understanding the 

factors that enhance engagement is crucial for fostering a productive workplace and realizing the full potential of the 

workforce. This study identifies the determinants of employee engagement within the Indian context through a quantitative 

research approach. Utilizing a structured questionnaire, data was collected from 180 employees across various 

organizations. The analysis, conducted using exploratory factor analysis via SPSS 24.0, revealed key constructs that 

influence engagement: workplace engagement, work gratification, workplace well-being, organizational connectivity, 

organizational tenure, and job satisfaction. These constructs collectively explained a significant variance in employee 

engagement levels, offering insights into how organizations can enhance employee involvement and satisfaction. The 

findings contribute to the broader understanding of employee engagement, providing a foundation for strategies that can 

lead to improved organizational outcomes in the Indian business environment. This study underscores the importance of 

strategic HR practices in cultivating an engaged and productive workforce. 
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Introduction 

 

Employee engagement plays a critical role in determining the success of any organization. It reflects the level of dedication 

and passion employees have toward their job and the organization they work for. Engaged employees tend to exhibit higher 

productivity, reduced absenteeism, and greater job satisfaction (Cesário & Chambel, 2017). However, many organizations 

struggle to establish a workplace culture that fosters this engagement. Employee engagement encompasses an individual’s 

level of commitment, motivation, and enthusiasm toward their role and organization. Engaged employees are often more 

productive, innovative, and dedicated, which contributes to improved organizational outcomes. Various factors influence 

employee engagement, such as job fit, social support, autonomy, and opportunities for personal and professional growth 

(Lee et al., 2020). 

 

Employee engagement differs from employee satisfaction, which focuses on overall job-related feelings and organizational 

perception. While employee satisfaction is essential, it does not always translate into higher productivity or commitment. 

According to Hanaysha (2016), individuals who are emotionally invested in their work are more likely to exceed 

expectations. Engagement significantly impacts organizational performance, resulting in higher productivity, reduced 

turnover, and enhanced customer satisfaction. Therefore, organizations must focus on creating environments that promote 

engagement by addressing critical factors such as job fit, social support, autonomy, and growth opportunities (Clack, 2021). 

 

Stoyanova and Iliev (2017) highlighted several benefits of having engaged employees. Such employees are more likely to 

remain with their organization, reducing turnover and related costs. Additionally, engaged staff are inclined to provide 

exceptional customer service, contributing to improved customer satisfaction and loyalty. Furthermore, engaged employees 

drive innovation by introducing creative ideas and solutions that support organizational growth and development (Albrecht 
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et al., 2015). 

 

When an employee feels valued and supported by their company, and feels that their employer places a priority on their 

well-being, they are often more motivated and involved in their work. Despite the fact that individual traits differ, 

companies have the ability to improve engagement by addressing the criteria listed above. According to Albrecht et al. 

(2015), increased levels of employee engagement can be fostered by firms through the provision of growth opportunities, 

the alignment of organizational and individual values, the promotion of work-life balance, and the prioritization of 

employee well-being policies. 

 

Employee engagement is influenced by numerous factors, including organizational elements such as culture, values, and 

advancement opportunities. Effective leadership traits like communication, support, and empowerment also play a vital 

role. Additionally, individual attributes such as skills, motivation, and overall well-being impact engagement levels. By 

understanding and addressing these determinants, organizations can create a workforce characterized by high engagement, 

leading to increased productivity, job satisfaction, and overall success. 

 

Against this backdrop, the present study aims to investigate the determinants of employee engagement in the Indian context. 

Literature Review 

 

Employee engagement plays a vital role in organizational success, as highlighted by Bailey et al. (2017). It encompasses 

employees’ level of commitment, motivation, and interest in their roles and the organization. Engaged employees are not 

just physically present but excel in productivity, creativity, and overall satisfaction. They foster a positive and supportive 

work environment where they feel valued and motivated to give their best. 

 

Shuck et al. (2011) identified multiple factors that influence employee engagement. A critical factor is job fit, which aligns 

employees’ skills, interests, and values with their responsibilities. Employees who feel their abilities are being effectively 

utilized tend to be more invested in their roles. Similarly, positive relationships with colleagues, supervisors, and managers 

contribute to a sense of belonging and teamwork, enhancing engagement. Autonomy also plays a significant role - when 

employees have the freedom to make decisions, they feel empowered and take ownership of their work (Ndungu, 2017). 

 

Opportunities for growth and development significantly influence engagement. Access to training, skill-building, and 

career progression motivates employees to perform better and remain committed to their roles. Effective communication 

and recognition further enhance engagement by ensuring employees understand their goals, responsibilities, and 

expectations (Bandura & Lyons, 2017). Acknowledging and rewarding contributions reinforces positive behavior and 

fosters a culture of appreciation and commitment. 

 

Organizations that prioritize engagement strategies reap multiple benefits, such as improved productivity, increased 

customer satisfaction, higher retention rates, and a strong organizational culture. Engaged employees take ownership of 

their work, seek opportunities to improve systems, and willingly exert extra effort, which directly impacts organizational 

performance and profitability (Wech, 2002). 

 

Recognizing and rewarding employees for their achievements drives motivation and engagement, as noted by Altehrebah 

et al. (2019). Organizations that create an environment valuing job fit, social support, autonomy, growth opportunities, and 

recognition nurture a workforce that is dedicated and proactive. This leads to better business outcomes, superior customer 

service, and a positive work culture. 

 

Conversely, high workplace demands, such as heavy workloads or tight deadlines, can lead to burnout and disengagement. 

However, providing resources like social support or opportunities for growth can counterbalance these demands and 

enhance engagement (Demerouti & Bakker, 2011). Thus, employee engagement remains a critical driver of organizational 

growth and success, requiring continuous focus and strategic initiatives. 
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Research Objectives 

 

The present research study has following objectives; 

 

▪ To explore the determinants of employee engagement in Indian context. 

▪ To appreciate the importance of various determinants of employee engagement in Indian context. 

 

Research Methodology 

 

The present research study employs both exploratory and descriptive methodologies. The exploratory design facilitates a 

comprehensive understanding of the phenomena and variables associated with employee engagement. The descriptive 

aspect facilitates a systematic analysis of the relationship and impact of these factors. The study employs a convenience 

sample strategy for its practicality and accessibility to possible participants. The study’s sample size is determined to be 

180, facilitating efficient data collecting from a heterogeneous set of employees across many firms, while accounting for 

time and resource limitations. The study utilizes both primary and secondary data sources.  Primary data was obtained from 

employees through a standardized questionnaire aimed at collecting detailed information on multiple aspects of employee 

engagement. The Likert five-point scale is employed to assess respondents’ degrees of agreement or disagreement with the 

given assertions. Simultaneously, credible sources such as EBSCO, Research Gate, and Google Scholar have been utilized 

to gather secondary data to augment the analysis’s breadth and depth. The study relies upon exploratory factor analysis to 

examine the factors of employee engagement within the Indian setting. 

 

Data Analysis 

 

This research study utilizes exploratory factor analysis for data analysis. The Kaiser-Meyer-Olkin (KMO) measure was 

0.726 and statistically significant. Bartlett’s Test of Sphericity robustly endorsed the application of factor analysis to 

identify the factors of employee engagement within the Indian setting (Refer to Table 1). All 22 items pertaining to 

employee engagement were analyzed. An exploratory principal component factor analysis was conducted using SPSS 24.0. 

Varimax rotation was employed to ascertain the determinants of staff management, with a factor loading of 0.40 or higher 

on the items being considered. 

 

Table 1: KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .726 

Bartlett’s Test of Sphericity Approx. Chi-Square 3022.638 

df 231 

Sig. <.001 

 

The exploratory factor analysis identified six components that are considered predictors of employee engagement, 

accounting for 77.135% of the variance (Refer Table 2). Workplace engagement, work gratification, workplace well-being, 

organizational connectivity, organizational tenure, financial well-being, and job satisfaction were the six determinants of 

employee engagement identified with the help of data analysis.  

 

Table 2: Summary of Exploratory Factor Analysis 

Factor Name Variables Factor 

Loading 

Total 

Variance 

Explained 

1.   

Workplace     

Engagement 

Recognition and rewards 

Career development opportunities 

Clear communication 

Trust and fairness 

Collaboration and teamwork 

Organizational culture 

Opportunities for innovation 

.831 

.806 

.768 

.736 

.541 

.751 

.832 

28.982% 
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Learning and training programs 

Work environment 

Alignment with organizational mission and values 

.704 

.790 

.765 

2.  

Work Gratification 

Autonomy and empowerment 

Employee well-being 

Performance feedback 

Job security 

.759 

.723 

.699 

.718 

12.529% 

3.  

Workplace Well-being 

Workload management 

Work-life balance 

Effective leadership 

.627 

.692 

.807 

11.910% 

4.  

Organizational 

Connectivity 

Employee involvement 

Social connections 

.855 

.870 

9.502% 

5. 

Organizational Tenure 

and Financial Well-

being 

Length of Service 

Compensation Package 

 

.777 

.814 

7.938% 

6.  

Job Satisfaction 

Job satisfaction 

 

.896 6.274% 

 Total Variance Explained  77.135% 

 

The description of the factors that are deemed to be the determinants of employee engagement in modern organizations in 

Indian context is given below; 

 

Workplace Engagement  

 

10 of the 22 variables included in the component analysis were found to be loading on factor 1, which has been identified 

as the most significant determinant of employee engagement in Indian context. This factor is named as ‘Workplace 

Engagement’ and it accounts for 28.982% of the total variance. Employees’ emotional and intellectual connections to their 

jobs and the organizations they work for are referred to as workplace engagement. Employees that are highly devoted and 

driven to do their best work are more productive and contribute to the success of the organization as a whole.  

 

Work Gratification 

 

Out of 22, 4 variables that were linked to work gratification were determined to be loading on Factor 2. With a variance of 

12.529%, ‘Work Gratification’ has been discovered to be the second most important category of components. Autonomy 

and empowerment, Employee well-being, Performance feedback and Job security often demonstrate work gratification. 

Gratification is the pleasurable emotional reaction of happiness in response to a fulfillment of a desire or goal. 

 

Workplace Well-being 

 

The third most important determinants of employee engagement was deemed to be ‘Workplace well-being’. In addition, 3 

of the 22 variables were discovered to be loaded on this factor, which explained 11.910 percent of the overall variation. 

The status of an employee’s physical, mental, and emotional health and contentment with their work environment are 

referred to as their workplace well-being. It includes a variety of aspects, including physical well-being, psychological 

fortitude, job fulfilment, work-life balance, and general job-related contentment. A workplace that places a high priority on 

employee well-being fosters a supportive environment, promotes open communication, and offers resources to meet staff 

members’ needs.  

 

Organizational Connectivity 

 

The fourth determinant of employee engagement was believed to be ‘Organizational Connectivity’. 2 of the 22 variables 

were discovered to be loaded on this factor, which contributed 9.502 percent of the total variance. The seamless integration 



Journal of Informatics Education and Research 
ISSN: 1526-4726 
Vol 4 Issue 3 (2024) 
 

2699 http://jier.org 

and communication between various parts of an organization are referred to as organizational connectivity. It includes the 

smooth exchange of ideas, information, and resources between various teams, departments, and individuals so that they 

can effectively collaborate and pursue common objectives.  

Organizational Tenure and Financial Well-being 

 

The fifth determinant of employee engagement was deemed to be ‘Organizational Tenure & Financial Well-Being’. It was 

found that 2 of the 22 variables were loaded on this factor, which explained 7.938 percent of the overall variation. 

Organizational Tenure & Financial Well-Being shed light on how long-term relationships between employees and their 

employers have lasted. To build a more engaged and resilient workforce, businesses must take into account and support the 

financial well-being of every employee, regardless of tenure.  

 

Job Satisfaction 

 

The ‘Job Satisfaction’ has emerged as the least significant determinant of employee engagement. Only 1 of the 22 variables 

loaded on factor 6, which explains 6.274% of the variance.  An individual’s total emotional and cognitive assessment of 

their employment or work experience is referred to as job satisfaction. Positive emotions of fulfilment, contentment, and 

delight in one’s work are indicative of high levels of job satisfaction, which boost motivation, productivity, and lower 

turnover rates. On the other hand, a lack of job satisfaction can lead to feelings of alienation, stress, and the desire to look 

for other jobs. Employers can proactively build a good and supportive work environment that improves employee well-

being and dedication to their jobs by understanding the elements that affect job satisfaction. 

 

Conclusion 

 

Employee engagement is crucial in the modern workplace since it enhances productivity, increases employee satisfaction, 

decreases turnover, promotes creativity, and ultimately improves organizational success. Employee engagement is essential 

as it significantly impacts an organization’s success and the welfare of its employees. The major aim of this research study 

was achieved through exploratory factor analysis, leading to the identification of six essential components within the 

complex realm of employee engagement. The six constructs designated as Workplace engagement, work gratification, 

workplace well-being, organizational connectivity, organizational tenure, financial well-being, and job satisfaction embody 

essential elements that jointly define employee engagement.  The integration of these six dimensions constitutes a 

significant 77.136% of the total variance in employee engagement. Among the six drivers of employee engagement, 

workplace engagement has emerged as the most significant factor ensuring employee engagement in contemporary Indian 

enterprises. Organizations seeking to enhance employee engagement must emphasize the development of these criteria to 

effectively include their staff. To promote employee engagement, organizations must prioritize workplace engagement, as 

it is fundamental to increasing productivity and maximizing employees’ potential. It’s important to note that the employee 

engagement significantly influences profitability, retention rates, and workplace culture, rendering it a crucial factor for 

corporate success and sustainability. 
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