RESEARCH PAPER

A Study on Employee Engagement and Its Impact on
Organizational Performance

Dr M Mohanraj!, Deepa Dharshni M2, Subash V B3, Mahendiran P*
! Assistant Professor, Department of Management Studies, K. S. Rangasamy College Technology, Tiruchengode,
Namakkal, Anna University, Chennai, India
234 Department of Management Studies, K. S. Rangasamy College Technology, Tiruchengode, Namakkal, Anna
University, Chennai, India

Abstract
In today's competitive business landscape, employee engagement is a critical success factor. Recognizing that engaged
workers make a big difference in productivity, innovation, customer satisfaction, and overall organizational
effectiveness, organizations are taking note of engaged employees. The aim of the study is to investigate the
relationship between employee engagement and organizational performance by studying the factors affecting
employee engagement and job involvement including leadership support, communication, recognition, career
development opportunities and workplace environment. The purpose of the research is to assess how much engaged
employees contribute to positive aspects of the organization's outcomes such as productivity, employee retention,
operational efficiency and profitability. The suggested approach for the research is quantitative with survey data being
collected from employees of different organizational sectors. Correlation and regression is used on statistical methods
to determine the effect of employee engagement on organizational performance. The study points to the relationship
between high employee engagement and better work performance, employee loyalty, lower turnover intention and
business performance. The results highlight the need to build up effective employee engagement programs to ensure
sustainable growth of the organization and competitive advantage in the changing corporate landscape.
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1. Introduction

In this modern business world, companies are under a
lot of pressure, in the form of fast-changing
technology, fierce competition and evolving
expectations from employees. In this context,
employee engagement has become a key element that
is affecting the sustainability and success of the
organizations [1]. Employee engagement is the
feeling, passion, commitment and involvement that an
employee has towards the organization and its
objectives. Happy workers are happier workers; more
productive, innovative, and willing to put in more
effort, on top of their assigned duties, which leads to
greater organizational performance [2].

It's more and more becoming a reality that financial
rewards are not enough to keep employees committed
and happy. A number of other variables such as
supportive leadership, communication, recognition
and rewards, career development opportunities [3, 4]
and a positive work environment are important factors
that can impact employee engagement. A positive
sense of belonging and a feeling of ‘valued employee'
are likely to lead to greater job satisfaction, morale and
organisational loyalty among employees [5-7].
Employee engagement has a significant impact on
multiple aspects of organizational performance, such
as productivity, profitability, customer satisfaction,
employee retention and operational efficiency [8].
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When employees are engaged, they play a positive role
in team relationships, decision making, creativity and
organization culture, whereas if they are disengaged
they tend to be absent, unproductive, disruptive in the
workplace and leave early. Hence, researchers and
management experts have focused on the link between
employee engagement and organization performance
[9].

While employee engagement has become a topic of
increasing interest, it is difficult for many
organizations to agree on what factors can affect
employee engagement and how. Previous research
primarily examines general engagement practices
while very little research has investigated the direct
link  between engagement dimensions and
performance outcomes in other organizational
contexts [10]. This study is designed to fill this void
and to examine how employee engagement affects
organizational performance and to uncover the key
determinants of employee engagement and workplace
productivity.

e This study investigates the relationship
between employee engagement and
organizational performance in a
comprehensive manner.

e The research identifies major factors
influencing employee engagement, including
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leadership, communication, recognition, and
workplace environment.

e The study analyzes how employee
engagement contributes to productivity,
employee retention, and organizational
efficiency.

e A quantitative research framework is
proposed to evaluate engagement levels and
performance outcomes using statistical
analysis.

e The research provides practical suggestions
for organizations to improve employee
engagement strategies and enhance overall
business performance.

e The study contributes to human resource
management research by emphasizing
employee engagement as a strategic factor for
sustainable organizational growth.

2. Related Works

There are a number of recent studies (2018 — 2026)
that have investigated the link between employee
engagement and organizational performance in
various industries and organizational settings. These
studies highlight that employee engagement is a key
factor that has a high impact on the company's
productivity, employee retention, innovation,
workplace commitment, and overall company success.
Motyka (2018) performed a systematic literature
review of the employee engagement and performance.
The study showed that employee engagement has a
positive relationship with process performance and
outcome performance, and that those employees that
are highly engaged in an organization contribute to
improved operational efficiency and organizational
growth.

Kim et al. (2019) examined the job resources—job
outcomes relationship through the mediation of job
engagement. The research employed structural
equation modeling and concluded that in
organizations, work engagement has a significant
effect on employee performance, and significantly
decreases the organization's employee turnover
intention.

Dhir and Shukla (2019) investigated the significance
of organizational image in relation to employee
engagement and performance of organizations in
India. The results indicated that a positive
organizational image leads to increased employee
engagement, which in turn has a positive impact on
employee performance and organizational
effectiveness.

Ali et al., (2019) examined the role of internal factors
in the textile industry that influence the employee's
engagement. They found that employee engagement
and employee performance is significantly improved
when there is strong leadership support and
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communication and an employee friendly
organizational culture.

Lakshmi et al., (2019) investigated the effect of
Employee Engagement on Organization Performance
in Manufacturing organizations in Hyderabad, India.
The study revealed that employee engagement
elements including, workplace culture, employee
satisfaction and communication, have a positive
impact on the productivity and efficiency of the
organization.

Sabu and Manoj (2020) studied the relationship
between employee desire and employee engagement
with organizational performance in the ICT industry in
Kerala, India. The structural equation model (SEM)
results showed that there was a significant and positive
correlation between employee engagement and
organizational performance.

Awan et al. (2020) investigated the effectiveness of
performance management system by the impact of
employee engagement. The study discovered that
effective practices of performance management have a
significant relationship with the employee engagement
that subsequently leads to employee performance and
organizational results.

Akter et al. (2021) reviewed the employee engagement
in the financial sector and explored the factors that
influence the financial sector's employee engagement.
The study found that the organizational factors,
individual factors and job-related factors were the
main aspects affecting the employee engagement that
in turn affect the organization outcomes and employee
productivity.

Garg et al. (2021) suggested an intelligent employee
engagement framework leveraging NLP for logistics
organizations named “i-Pulse.” Their research showed
how Al and sentiment analysis methods can aid in
employee engagement, retention, and productivity.
Wiyono et al. (2025) investigated the relationship
between human resource practices based on ESG and
performance and sustainability of organizations. The
results indicated that there is a positive relationship
between sustainable organizational practices and
employee well-being, engagement and organizational
growth.

2.1 Research Gap

Previous research has demonstrated that employee
engagement has a positive effect on productivity, job
satisfaction and organizational performance. Most of
the previous research, however, is on specific
industries or on one of the engagement factors
(leadership, communication or reward) separately.
Few studies focus on the synergic effect of many
employee  engagement components on the
organizational performance indicators such as
productivity, staff retention and organizational
growth.
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Besides, the existing research is not adequate enough
with respect to the challenges of modern workplace,
including hybrid work culture, new employees'
requirements, and digital work environments. Hence,
the purpose of study is to examine the general
relationship between employees' engagement and
organizational performance by using an integrated and
comprehensive perspective.

3. Overview of proposed Methodology

The approach for the proposed methodology is
quantitative research which will be used to investigate
the relationship between employee engagement and
the performance of the organization. This will be done
with the help of a structured questionnaire that will ask
employees about key engagement drivers that include
leadership support, communication, recognition and
rewards, career development opportunities, workplace
environment and employee motivation. Data will be
collected then pre-processed and validated for
accuracy and consistency. The relationship between
employee engagement and the organizational
performance indicators (productivity, employee
retention, job satisfaction, operational efficiency,
organizational commitment) will be assessed by
applying statistical analysis technique that is
percentage analysis, correlation analysis, regression
analysis and chi-square testing. The analysis results
will help determine the role of employee engagement
in organizational success and propose effective
solutions that can enhance employee engagement and
business performance. Framework of proposed
methodology is shown in figure 1.

PROPOSED METHODOLOGY FRAMEWORK

3. EMPLOYEE ENGAGEMENT 4. ORGANIZATIONAL 5 STATISTICAL ANALYSIS
1.DATA ACQUISITION 2. DATA PREPROCESSING FACTOR IDENTIFICATION

PERFORMANCE EVALUATION & MODELING

zzzzzz

6. RESULTS & DISCUSSION

mmmmmm o gt | | [0 2 Comiein oo | @ P | | 88 el
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7. CONCLUSION & RECOMMENDATIONS

and entance orgnizaton! performance.

Figure 1: Framework of proposed methodology

3.1 Data Acquisition

The first step of the suggested methodology is to
gather some of the necessary information needed for
the analysis of employee engagement and the effects
on organizational performance. The present study has
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mainly  quantitative = data  using  structured
questionnaire, which is distributed to respondents who
are employees of various organizations and
departments. The questionnaire is based on the key
dimensions of employee engagement defined in the
literature: leadership effectiveness, communication
quality, recognition and rewards, work environment,
career development opportunities, teamwork and
employee motivation. The responses of the employees
are quantitatively measured using a 5 point Likert
scale from “Strongly Disagree” to “Strongly Agree”.
Besides the primary data, secondary data is collected
from scholarly journals, conference papers,
organizational reports, books and previous research
studies related to employee engagement and
organizational performance. The collected data is both
practical and theoretical; required for the effective
conduct of the research. This phase sets the tone for
the entire analytical cycle by being sure that there is
trustworthy and pertinent information available for
further analysis.

3.2 Data Preprocessing and Validation

Once data is collected, the data can be preprocessed to
ensure the quality of the data and the validity of the
analysis. Employee responses may have some missing
data, some may be duplicated, answers may be
inconsistent, and some may be missing, so pre-
processing is important to do before statistical analysis
is performed.

Incompleteness and invalid responses are first taken
out of the dataset. Where data is missing, this is
recognized and dealt with in a suitable way, so that no
inconsistencies are created when analyzing the data.
Response validation is used to ensure that the
employee responses are accurate and authentic, and
data cleaning techniques are used to eliminate errors.
Responses are then classified, coded and converted
into a structured format that can be processed by
computers and statistics.

In addition, normalization and standardization
processes are applied in case they are needed to ensure
consistency between variables and the analytical
methods were performed more efficiently. The pre-
processing process can greatly improve the reliability,
accuracy, and consistency of the data set for measuring
employee engagement and organizational
performance.

3.3 Employee Engagement Factor Identification
This phase aims at identifying the most important
factors  affecting employee engagement in
organizations and classifying them. Employee
engagement is a multidimensional phenomenon that is
affected by psychological, organizational and
environmental aspects. Hence, the study investigates
several dimensions of engagement to gain insight into
their role in the organizational success.
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The following are engagement factors identified:
Leadership support, Communication transparency,
Employee recognition, Workplace culture, Career
development opportunities, Work-life balance,
Teamwork, Organization support, Employee
motivation. These are considered as independent
variables in the study.

Employee responses are individually considered in
each engagement factor to assess its impact on
employee commitment, satisfaction, productivity and
involvement. This phase is used to determine what
organizational practices have large impacts on the
level of engagement and positive organizational
outcomes for people's behaviour.

3.4 Organizational Performance Evaluation

Organizational performance evaluation phase assesses
the impact of employee engagement on different
organizational outcomes and business indicators.
Organizational performance is the dependent variable
in this study, which is measured by employee
productivity, operational efficiency, employee
retention, job satisfaction, organization commitment,
teamwork effectiveness, and workplace performance.

The study explores if there is a correlation between
highly engaged organizations and superior
organizational performance at the organizational level,
as well as at the level of the individual, the group, and
the organization. The direct and indirect impacts of
engagement on organizational effectiveness and
development are revealed through employee feedback
and organizational observations.

This phase gives a real insight into the benefits of
employee engagement on the bottom line, on
employee satisfaction and loyalty, in decreasing
employee turnover intention, and on the sustainability
of the organization.

CONCEPTUAL FRAMEWORK

‘ ‘This study investigates the impact of Employee Engagement Factors (independent variables) on ‘
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Figure 2: Conceptual Framework
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Conceptual framework of employee engagement
factors is shown in figure 2.

3.5 Statistical Analysis and Relationship Modeling
During this stage, statistical and analytical methods are
used to analyze the relationship between employee
engagement and  organization  performance.
Descriptive statistical techniques like percentage
analysis, mean analysis and standard deviation are
applied in the first place to compile responses from
employees and to determine the engagement pattern in
the data set.

The strength and direction of the relationship between
the factors of employee engagement and the
organizational performance measures are then carried
out, using the method of correlation analysis. Positive
correlation values mean that when the employee
engagement is higher, the organization's performance
is better.

Regression analysis is then used to quantify the effect
of the variables of employee engagement on the
organizational outcomes. This approach can be useful
in determining the most significant engagement
drivers impacting productivity, retention and
workplace efficiency. Also, chi-square testing is used
to explore meaningful relationship between
demographic characteristics (age, gender, experience,
and employee engagement) and each other.

The statistical analysis phase gives scientific proof of
the correlation between employee engagement and
organizational performance, and enhances the validity
and reliability of the research results.

3.6 Result Interpretation and Strategic
Recommendation

The last step is to interpret the analytical results
produced by the statistical analysis and draw
meaningful conclusions about employee engagement
and organizational performance. The identified
findings are thoroughly analyzed to identify the impact
of the engagement factors on employee productivity,
satisfaction of work, commitment to the organization
and overall business efficiency.

Interpreted results are used to formulate strategic
recommendations for organizations to enhance the
Employee Engagement Practices. These
recommendations involve better leadership, better
communication systems, which are effective, there are
employee recognition programs, better workplace
culture, more work-life balance and better
opportunities for career development.

The recommendations proposed will assist an
organization to enhance employee involvement,
increase employee productivity, decrease employee
turnover and grow sustainably in competitive business
environments.

4. Results
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This Section presents the analysis and interpretation of
the data collected from employees regarding employee
engagement and  organizational  performance.
Statistical techniques such as percentage analysis,
mean analysis, correlation analysis, regression
analysis, and chi-square testing were used to evaluate
the relationship between employee engagement
factors and organizational outcomes. The findings are
presented using tables and graphs to examine how
employee engagement influences productivity, job
satisfaction, = employee  retention,  operational
efficiency, and overall organizational performance.
Table 1: Demographic Profile of Respondents

Demographi | Categor | Frequenc | Percentag
¢ Factor y y e (%)
Gender Male 58 58%
Female |42 42%
Age Group 20-30 40 40%
Years
3140 38 38%
Years
Above 22 22%
40
Years
Experience Below 5 | 35 35%
Years
5-10 44 44%
Years
Above 21 21%
10
Years

The demographic analysis is shown in table 1, it can
be seen that 42% of the total respondents were male
employees, with the majority being male employees
(58%). The age group of majority of respondents were
in the age group of 20-30 years and 31-40 years, which
denotes an active working population in the
organizations. Regarding work experience, 44% of
employees had 5—10 years of experience, which means
that most of the respondents had enough exposure and
understanding of the workplace or organization. The
selection of respondents makes the findings of the
research more reliable and valid because they are
diverse in terms of demographic.

Table 2: Mean Analysis of Employee Engagement
Factors

Employee Mean Interpretation
Engagement Factors | Score

Leadership Support 4.21 High
Communication 4.05 High
Effectiveness

Recognition and 3.92 Moderate
Rewards

Career Development | 4.10 High
Opportunities
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Workplace 4.18 High
Environment

Work-Life Balance 3.88 Moderate
Team Collaboration 4.25 High

The mean analysis shows in table 2 that team
collaboration has the highest mean value (4.25),
meaning that the employees appreciate team
collaboration and a collaborative work culture.
Leadership support and workplace environment also
recorded high mean scores; this shows that good
management and a positive work environment
contribute significantly to enhancing employee
engagement. Comparatively moderate scores were
earned on the recognition/reward and work/life
balance dimensions, indicating the need for
organizations to strengthen the employees'
appreciation program and work flexibility policies to
further raise the engagement level.

421 45 a0 418 45

Mean Score
()

Leadership  Communication Recogaition Career Warkplace Team
E Collabarati

Suppont Effectiveness & Rewards  Devel

Employee Engagement Factors
*Scale: 1 = Very Low, 2 = Low, 3 = Moderate,

4= High, 5 = Very High
Figure 3: Mean Scores of Employee Engagement
Factors
The figure 3 shows the average scores of factors of
employee engagement analyzed in the study. The
mean score of team collaboration was the highest, at
4.25, and this factor is most valued by employees.
Leadership support and workplace environment also
scored high, indicating that good leadership and
positive work environment also have an impact on
employee engagement. There was a relatively low
score for recognition and rewards received, implying
that employee appreciation and rewards system should
be further strengthened by the organizations to boost
employee motivation and involvement.
Table 3: Correlation Analysis

Variables Correlation Relationship
Coefficient
(r)
Employee 0.81 Strong
Engagement vs Positive
Productivity
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Employee 0.76 Strong
Engagement vs Positive
Employee

Retention

Employee 0.84 Strong
Engagement vs Positive
Job Satisfaction

Employee 0.72 Positive
Engagement vs

Operational

Efficiency

Employee 0.86 Strong
Engagement vs Positive
Organizational

Commitment

The correlation analysis in table 3 reveals a strong
positive correlation between employee's engagement
and organization’s performance indicators. Both
organizational commitment (r = 0.86) and job
satisfaction (r = 0.84) had the highest level of
correlation with employee engagement, meaning that
engaged employees have a higher level of
commitment and satisfaction with their organization.
Likewise, positive relationships were found between
engagement and productivity, employee retention and
operational efficiency. These results show that the
level of employee engagement is highly correlated to
good organizational performance.

M Highly Satisfied
(38%)

B Satisfied
(32%)
M Neutral
(17%)
W Dissatisfied
(9%)
B Highly Dissatisfied
(4%)

Total Respondents = 100

Figure 4: Employee Satisfaction Level

The figure 4 shows the satisfaction of the employees
in the organization. The results indicate that 38% of
the employees are very satisfied with their work
environment and practices in the organization, while
32% are satisfied. A small proportion of workers were
unhappy. The results show that good employee
engagement practices have a positive impact on
employee satisfaction, employee morale and employee
commitment. The higher satisfaction levels directly
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relate to the increased productivity of the organization
and employee retention.
Table: 4 Regression Analysis Results

Variable Beta t- Significanc
Coefficien | valu | e (p-value)
t(B) e

Leadership 0.31 4.82 | 0.001

Support

Communicatio | 0.24 3.95 | 0.002

n

Effectiveness

Recognition 0.19 3.12 | 0.004

and Rewards

Career 0.28 436 | 0.001

Development

Workplace 0.33 5.10 | 0.000

Environment

The regression analysis shows in table 4 that
workplace environment and leadership support have
the greatest positive influence on organizational
performance with a beta value of 0.33 and 0.31
respectively. Employee engagement and productivity
in the workplace also significantly depend on career
development opportunities and good communication.
The p-values obtained for all the variables were less
than 0.05, which demonstrates that the factors which
were identified as employee engagement are
statistically ~ significant for the organizational
performance. The results show that companies that
prioritize management practices that benefit their
employees can be more efficient, productive, and
committed.

Table 5: Employee Retention Intention

Response Frequency Percentage
(%)
Strongly 38 38%
Agree
Agree 42 42%
Neutral 12 12%
Disagree 6 6%
Strongly 2 2%
Disagree

As highlighted on the table 5, the majority of
employees plan to stay with the organization because
of engagement practices. The ability to lead, to
communicate and to provide career opportunities is a
major factor in retaining and being loyal to employees.
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94%

84%
80 4
2%
70 4
61%

Productivity (%)

60 4
52%

50

\"er)-'l Low Lc‘iw Modlerau: H ilgh ‘u’ery‘l-iid:
(1 ) (3) 4 (3)

Employee Engagement Level

*Higher engagement leads to higher productivity

Figure 5: Employee Engagement vs Productivity

The figure 5 shows the correlation between employee
engagement and productivity. The graph definitely
indicates that productivity rises steadily with the level
of employee engagement. The very high engagement
employees had around 94% productivity, while the
very low engagement employees had much lower
productivity. The result is consistent with previous
studies suggesting a positive relationship between
employee engagement and the performance of the
organization and its members.

Table: 6 Chi-Square Analysis

Variable Chi- p-value Result
Square
Value
Experience | 12.84 0.003 Significant
\&
Employee
Engagement
Age vs 9.72 0.011 Significant
Employee
Engagement
Gender vs 2.14 0.342 Not
Employee Significant
Engagement

The chi square analysis in table 6 shows that age is
significantly associated with employee engagement
levels while work experience is significantly
associated with employee engagement levels, but
gender is not significantly associated with the
employee engagement levels. This suggests that job
experience positively relates to employee involvement
and organizational commitment.
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Figure 4.4: Correlation Heatmap

Empl Correlation
F_‘:a;“ﬂ”:‘ 0.81 0.76 0.84 0.36 Coefficient (r)
1.0
Productivity | 0.81 n 0.72 0.79 0.82 I -
Employes - 06
R 0.76 0.72 n 0.78 0.75
- 04
b 0.84 0.79 078 0.8
Satisfaction - 4 N
0.2
Organizational I
e O 0.82 075 0.88 “ .

Employee  Productivity =~ Employee Job Organizational
Engagement R i C i

*All correlations are positive and significant at p < 0.01

Figure 6: Correlation Heatmap

The correlation heatmap is a visual representation of
the relationships between the various employee
engagement, productivity, employee retention, job
satisfaction and organizational commitment metrics is
shown in figure 6. High positive correlation scores
were found between employee engagement and
organizational commitment (0.86), job satisfaction
(0.84), and productivity (0.81). Results show that
highly engaged employees are more productive,
committed and satisfied in their organization. The
heatmap further validates the strong interrelationship
between employee engagement and organizational
performance indicators.

Discussion

This study results are very clear that employee
engagement affects the performance of an
organization very positively. The statistical analysis
found that the employee engagement factors were
highly related to the organization's outcomes including
productivity, employee retention, job satisfaction,
operational efficiency and organizational
commitment. Staff who feel supported in their
leadership, who feel they are well communicated with,
who feel recognized, who have development
opportunities and who feel happy in their workplace
are more motivated, engaged and committed to the
place of work.

The mean analysis revealed that team collaboration,
leadership support, and workplace environment had
higher engagement scores which means the employees
appreciate those support systems in the organization
and healthy workplace relationships. The results of
this present study align with existing research studies
that have focused on the importance of effective
leadership and supportive organizational culture in
impacting employee engagement and performance.
The correlation analysis also supported the fact that
there was a strong correlation between employee
engagement with the organizational commitment and
job satisfaction. Highly engaged staff members are
more likely to drive productivity and operational
efficiency and to make meaningful contributions to the
achievement of goals. Likewise, the workplace
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environment and leadership support were the most
important factors that impacted organizational
performance in the regression analysis. This means
that companies with management processes around the
employee will be more likely to grow their business
sustainably and have more stable employees.

The study also found an association between employee
engagements with employee intention to remain in the
company. When employees feel valued, recognized
and supported, they are more likely to stay on board,
and therefore minimize staff turnover and staff
continuity. The chi-square analysis also found that
experience and age had a significant effect on levels of
engagement indicating that over time, experienced
employees become more involved in the organization
and its work.

In conclusion, the article emphasizes that employee
engagement needs to be seen as a strategic priority for
the organization, not a routine HR task. By investing
in leadership development, communication systems,
employee recognition initiatives, and career
advancement, businesses can boost employee
satisfaction, productivity, and overall organizational
performance.

5. Conclusion and Future Scope

The study concludes that employee engagement is an
important factor to enhancing organizational
performance and workplace effectiveness. The results
show  that leadership support, effective
communication, recognition and rewards,
opportunities for career development, teamwork, and
workplace environment are positively associated with
employee engagement. Highly engaged employees
perform Dbetter, are more committed to their
organizations, have greater satisfaction with their job,
and can help their organizations grow and sustain.
The statistical analysis also showed that there is a
strong positive correlation between employee
engagement and  organisational  performance
indicators such as employee retention, operational
efficiency, productivity and employee commitment.
The study indicates that companies that have created
successful employee engagement approaches have a
higher probability of sustaining their businesses in the
long term and gaining a competitive advantage in the
dynamic business environment.

This work can be expanded in future by conducting a
specific study of employee engagement in different
sectors like healthcare, banking, IT, education, and
manufacturing sectors. Other research can also
examine how new trends in the workplace, such as
hybrid work culture, remote working systems, digital
transformation, and artificial intelligence-based
management of employees are affecting employee
engagement and  organizational performance.
Additionally, advanced analytical approaches such as

IJDDT Volume 16 Issue 87s 2026

predictive analytics, machine learning, and sentiment
analysis can be integrated in future research to develop
intelligent  employee  engagement evaluation
frameworks for modern organizations.
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