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EXECUTORY SUMMARY 

 

It has been never more important to consider the satisfaction of an employee working for a 

company than the productivity or efficiency of the company in the market, the employee who  is 

of core importance. With the ever increasing workforce and assessment programs of the 

workforce companies have evolved much more in terms of analyzing the engagement of 

workforce and their job satisfaction because retaining the top talent of the company is of prior 

importance as  it provides a competitive edge to the organizations. 

 

Keeping the workforce engaged is the main concern of the human resource management 

employed in any organisation, workforce engagement is directly related to the satisfaction levels 

the employee holds working in the company along with the factors that are associated and affects 

the impact over time and this increases proportionately to the facilities provided and the 

experience their employers hold in the company.  

 

It is  important to understand that an employee who is satisfied with his work might not be 

engaged for long-term in a company however on the other hand an employee who is engaged 

with the vision of the company and working hard aligning his mission to it are satisfied with the 

job  both in terms of financial situation as well as  psychologically.  

 

Though it is more of a transformational concept that has a life cycle ever-changing which factors 

like growth, network, personal development, hike, autonomy.  Freedom,  deriving values in 

sharing responsibilities,  being inclusive and encouraging diversity with coworkers.  these factors 

will in turn result in higher satisfaction level as well as higher productivity followed by an 

improvement in the retention levels of engaged employees in any organisation 
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The purpose of this research paper establish appropriate relationship between job satisfaction and 

employee engagement in the diaspora of various types of organisations in India such that the data 

obtained through analysis of this relationship would be useful in further investigating the nature 

of policies programs designed incentive plans rise of Hike extra increase and improve  employee 

engagement to further improve the retention ratio  in organisations this research paper the 

working environment in which the employees are working is of high concern and is represented 

as the independent variable in a study while is the job satisfaction levels of the employees are 

considered to be the dependent variable. 

 

The working environment provided in an organisation usually includes the relationship between 

employees, the relationship between employee and employer. Insurance provided as job security, 

job safety, the Esteem needs of an employee, working style of the company culture of the 

company, and the influence of top management etc. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



` 

3  

List of Figures 

1. Maslow’s Hierarchy of Needs 11 

2. Factors influencing overall employee satisfaction and engagement in workplace 12 

3. Likert Scale Analysis of Employee Job Satisfaction 13 

4. Employee Engagement 14 

5. Generational Job Satisfaction 15 

6. Career development aspects 16 

7. Research Framework 18 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



` 

4  

 

List of Tables 

1. Measures for Job Satisfaction 17 

2. Measures for Work Engagement 17 

3. Profile and frequency table of the Survey Data 20 

4. Factor and Reliability Analysis using cronbach alpha 21 

5. Durbin Watson’s Regression Square Value for extrinsic job satisfaction and 

employee engagement 

22 

6. Durbin Watson’s Regression Square Value for intrinsic job satisfaction and 

employee engagement 

23 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



` 

5  

 

TABLE OF CONTENTS 

 

1. Introduction                                                    6 

1.1 Objectives of the Study 8 

1.2 Scope of Study 9 

2. Literature Review                                              10 

3. Variables Determined  18 

4. Hypothesis 19 

5. Data analysis 20 

6. Factor and Reliability Analysis 21 

6.1 Importance of choosing the set of questions in survey questionnaire 22 

7.  Discussion and Conclusion 23 

8.  Survey Questionnaire 24 

9.  Data Output using SPSS 27 

10. References (or Bibliography) 58 

11. Annexure 59 

 

 

 

 

 

 

 

 

 

 

 

 



` 

6  

1. INTRODUCTION 

 

With the low levels of disengagement of values and working environment within organisations 

the engagement of the employees is below average than previous years data. With the economic 

crisis and downfall of market shares of the organisation it is crucial to maintain a balance 

between the workforce engagement as well as their satisfaction level as such employees are the 

main reason for the successful survival of any business and then bring a difference in the society 

The power of the relationship between workforce engagement and job satisfaction is huge at 

times where it transcends just salary and brings in effect, the commitment and motivation to 

achieve the goals of the company. Improvement of working space is crucial for any company to 

engage the employee so that with the evolving technology and Expectations the managers could 

come up and draw strategies to manage employees and enable full employee engagement 

schemes in order to retain and also impact their Job satisfaction. 

 

With the days passing by and technology owning to solving most day-to-day as well as business 

problems, there occurs a situation where human efficiency is calculated and measured based on 

various psychological and intuition strategies through evaluations. This happens mostly in the 

field of banking sectors, field work areas, management companies, and technology and financial 

services etc.  

 

Also, in recent years it has been reported that the young talents are mostly attracted towards 

financing sectors because of their passion to understand and analyse financial reports, manage 

risk in a business, act as an analyst etc. Here their ratio of involvement and job satisfaction are 

comparatively very low and these businesses consider a satisfied employee are the source of 

investment and energy for a successful execution of projects and is a measuring factor to inspect 

and retain the valuable skilled workforce. 
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Over the years, the importance to study about job satisfaction has increased and is the key 

concern area for the HR department to keep a tally on where the company is going with what 

percentage of committed and dedicated employees fitting the role of their dream job carrying the 

common vision of the company. 

 

The maximum time of a person’s lifetime is spent with his/her job and one is said to be satisfied 

if he earns both value and respect from his job. The factors estimating the job satisfaction 

phenomenon is asserted by our survey conducted all across the industry to learn what are the key 

contributions coming from the company that could satisfy an employee and thus can be engaged 

actively. Our survey is divided into three major parts regarding which we will be studying in 

detail using the factor analysis using SPSS. 
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1.1 Objective of Study 

 

Employee engagement has been defined in many different ways. There has been always an 

ambiguity and no clear definition with factors varying from one organization to another. As per 

the recent studies there are concerns growing around the concepts of employee engagement and 

the parameters supporting it in the context of the modern world. In this phenomenon it is of high 

priority to understand the nature and dependence of employee engagement with the level of 

satisfaction derived from it. Most of the studies talk about the relationship of engagement with 

productivity but this study focuses specifically towards the Relationship between  employee 

engagement and the job satisfaction level which could carve a set of standard procedures to 

evaluate and encourage the performances of employee which in long term results in retaining 

highly talented as well as engaged employees while improving the retention ratios year on year 

in an organization. 

 

The main objectives of this research paper are as follows: 

 

1. Find the driving factors of employee engagement, 

2. The driving factors of job satisfaction and, 

3. To study the significant relationships between engagement and satisfaction level of the 

employee 

4. To understand the perception of employees considering the factors affecting Employee 

Engagement practices in the organization. 

5. To estimate the proportionate relation of how each factor measuring the employee 

engagement is dependent on each factor measuring the job satisfaction. 

6. To understand how job satisfaction is impacted by the environment of the workplace. 

 

Factor, reliability and multiple regression analyses is the measurement employed to analyze the 

data. 
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1.2 Scope of Study 

 

Surveys suggest that millennials are mostly attracted towards the organizations with a corporate 

culture that is in frequency with their passion and their own expectations. Employees tend to be 

more socially conscious and aware than previous generations that lead to job satisfaction.  

 

Job satisfaction is something that helps a person get boosted in every aspect of his work life and 

keeps him/her engaged with work as their purpose goes beyond the bottom line. They look to 

develop their careers in companies that have a soul – that do not act solely on financial returns, 

market share or put profit before human flourishing.  

 

Engagement comes with involvement, commitment, communication aspects showing instincts 

connecting to good leadership styles implementing joint problem-solving that solicits and values 

everyone’s contribution and consistency of action leading to regular developmental 

conversations about future career paths thus fulfilled and satisfied with the job 
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2. LITERATURE REVIEW 

 

Engagement is a natural phenomenon that has been overwhelmed recently due to transformations 

with the work culture and passively advances further through the understanding of how people 

feel and behave at work. In other words, the standard dictionary defines it as a high level of 

mental willingness, involvement with something, focused effort and energy to do anything. The 

first variable, Employee engagement, also alternatively referred as worker engagement, is a 

Concept adopted in the  business as usual and in the management department and an "engaged 

employee" is said to be the one who is fully determined and involved in,  energetic profounding 

in the nature of the work such that the the interest of the employer aligned with the organisation 

interest putting the common goal as the priority. 

 

With the growing importance of enhancements in the field of assessing and evaluating the rich 

talent resources in the organisation (Macey & Schneider, 2008, p.4) support that its roots relate 

heavily to the concepts of “involvement, commitment, passion, enthusiasm, focused effort and 

energy”.  

 

The idea of engagement has been interpreted with various definitions and arguments among the  

professional group of of experts and HR practitioners who to approach that as a positive 

phenomenon with strong emotional feelings and psychological factors encompassed with 

positive approach to participate and fulfill their responsibilities with an enthusiasm and 

willingness to make efforts it is observed that the employees who are engaged with the 

organisation makes the organisational goals feasible with an extra efforts(Albrecht, 2010). As 

Macey et al (2009) illustrates in her work, engagement is the concept best characterized as 

“efforts with a purpose and focused energy directed toward the organizational goals” 

 

2.1 Researchers explored and studied in-depth the concepts of employee engagement, job 

satisfaction and theories like Social Exchange Theory (SET),  Maslow's Hierarchy of -Needs, 

and Kahn's theory. The technique employed in the study of this theory has been proven 

successful in terms of establishing relationships between the main to concept the literature 
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review is focused on the series has definitions, examples, statements which gives us factors and 

parameters to define the premises within which we need to analyse the relationship  between the 

level of engagement and job satisfaction. 

 

2.2 A theoretical foundation of Social Exchange Theory mainly focuses on explaining how 

and under what conditions define an employee to choose to become more or less engaged in their 

work and organization and how the work culture shapes his thought process of understanding the 

environment he is working in, which makes them feel obliged to repay the organization with 

greater levels of engagement when their ideas are aligned with the vision of the organization, 

provide a supporting environment that tackles their problems and fulfill their demands while 

providing the resources on a timely basis. 

 

 

 

 

 

 

 

 

 

 

 

 

 

Fig1: Maslow’s Hierarchy of Needs[1] 

 

 

2.3 (Maslow,1943), describes that the employees in an organization focus on these five levels of 

needs: physiological needs, needs associated with safety, socially evolved ego  and self-

actualizing needs [1]. According to Maslow’s theory, there arises an argument that the higher 

level of needs take upfront and satisfy before the lower level of needs in most cases and  would 

motivate employees to pursue further. Maslow's defining the needs of an employee are 

interconnected with the theory by (Khan, 1990) that explains the basic needs in engagement as 
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people embark upon the basic necessities for lower and higher level needs and express 

themselves in various ways including physically, cognitively, and emotionally during their work 

life balances and job performance profiles. 

 

It is highly accepted that the concept has first arise from the boggling theories of Khan in his 

introducing article which was returned on the psychological conditions and parameters defining 

the engagement and disengagement at work  environment which is the edition that has brought 

various ideas into the minds of authors and researches also Khan has published this edition of 

work in the journal called Academy of Management while conducting a survey to understand 

and analyse the psychological conditions that ultimately leads to to the engagement of an 

employee highly integrated with the culture of workplace.[2] 

 

As mentioned above when it comes to psychological emotional and cognitive reference to the 

engagement of an employee  it is crucial to understand the underlying factors of physical aspect 

which refers to the physical efforts involved in accomplishing the task assigned and KRA’s. 

Miley cognitive aspect talks about the perspective of employees and thinking capability that 

unable to establish an opinion about the organisation one is working in and the way she is been 

treated with the higher management on the other hand emotional aspect talks mostly about the 

the certain attitude one own up to,  to and express it towards the the management of the 

organisation and the involved stakeholders[11]. Another definition of fit is described as an 

approach towards positive,optimistic, and satisfying nature that enables one to work with 

dedication. [9] 

Fig2: Factors influencing overall employee satisfaction and engagement in workplace.[6] 
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While the above factors play a major role in supporting the employees of all career levels and 

generations  in their decisions towards sticking to an organisation or not, few workers also place 

high expectations and belief of retaining high compensation benefits and associated factors when 

determining or selection of a particular job and how satisfied they are, while nonfinancial aspects 

too enhance their perspectives to towards one's satisfaction with their jobs. 

 

 

Fig3: Likert Scale Analysis of Employee Job Satisfaction[6] 

 

2.4 (Schmidt & Harter, 1993) 

The main observation found from the works of Schmidt is associated with the willingness of an 

employee to engage with the organisation with both internal and external factors explicit to this 

decision making capability of one. He also mentioned that there are two factors that contribute to 

engagement. (Schmidt 2004) They are commitment and satisfaction towards elements of the 

work associated with aspects one is involved in. (harter 1993)  

 

Following are the other authors who have established a relative relationship between them while 

Meere believes in three types of employee exists in each organisation such as engaging, not 

engaging and disengaged employees who are passionate, merely serving according to timingly 

needs, and are unhappy at work respectively.  
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2.5 (Gallup Consultancy 2006)  

There is a survey conducted on the employee engagement concept with the relevant market 

where gallup has derived some of the the dependent and factors on which engagement is based 

on and the type of employees are categorised based on these factors.  this is similar to that of 

which states that employees are categorised into engage disengage and not engaged who tends to 

vary in their creative Minds vary in the level of commitment and clear vision of the organisation 

and its goals these employees have a clear picture of what is to be expected as outcome and it is 

accordingly categorised into categories in the assessment list during evaluation in an 

organisation. 

 

(Gallup Journal, 2006), has derived from the survey results, the following key drivers of 

engagement levels of an employee based on certain assertions below: 

 

1. Encouragement to develop personal skills – This section of employees majorly  focus on 

individual personalities and skills  associated with the chosen career. 

2. Praise/recognition for good work –reward and recognition mechanisms 

3.         Culture and practices: Inclusion and diversity adopted in an organisation with sustained 

goals   

4. Work life balance – have a balance between the professional and personal life integrated with 

the learnings and values. 

5. Organization’s leadership – direction,  strategy,  and planning associated with the right 

leadership followed by the organisations. 

 

 

 

 

 

 

 

 

 

 

Fig 4: Employee Engagement  
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The source of motivation is different to each individual and it is difficult to assess all the data 

points to design a training program or assess parameters  to understand which factors would 

motivate an individual to initiate an action and a form is best and contribute to the organisation. 

This change of behaviour is critical to analyse for the top management in an organisation with 

the changing Trends and Expectations of the employee and has become the biggest challenges in 

this modern world. 

 

2.6 (Locke, 1976) 

Lockeo(1976),oEstimate in his paper the  the factors that play major role in the job satisfaction 

levels of an employee it is more concerned as a positive emotion and an impact that an employee 

a wall with as an when he get an appraisal of the work contributed by him for the experiences 

that he shared his colleagues or the top management.  likewise he also established monetary and 

non monetary benefits lead to to developing a sense of belonging  and be satisfied with his role 

and value contributing to the success of the firm[8] 

 

 

 

Fig 5: Generational Job Satisfaction[6] 
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2.7 (Thiagarajan & Renugadevi, 2011) 

 

Thiagarajan & Renugadevi conducted research on “An empirical investigation on Employee 

Engagement Practices in Indian BPO Industries”.this paper proves with the statistical analysis  

that the performance of the employee in future proportionately increases with the level of 

engagement and the level of satisfaction he derives from his work experience. Also the 

performance of the employee is largely attributed to the fact that  the change in the behaviour 

and the attitude towards his work ok and the network between the top management plays a major 

role in the employee engagement.[8] 

 

2.8 (Bhavani, Sharavan,  & Arpitha, 2015)  

 

Bhavani et al (2015) Has published a paper in the year 2015 which involves a survey conducted 

with a sample of 50 employees who have been working for a minimum of 3 years in a firm.  

statistical analysis done on the data acquired through the survey using SPSS and tells the Vital 

role of factors contributing to the employee engagement leading to a job promotion growth in his 

career and job satisfaction and long with the other monetary and non monetary benefits[8] 

 

 

 

[6] 

 

Fig 6: Career development aspects 
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Considering the above observations and understanding from the various papers published by the 

authors on job satisfaction employee engagement performance evaluation career development 

etc.,  the factors are categorised into  to segment under which there are few arguments which 

would support with the concept of employee engagement and job satisfaction measures also we 

have another measures given from the same concept align with that of the observations derived 

from above in the paper(Clercq et al., 2014; and Hicks et al., 2014), as listed in Table 2. 

 

 

Table 1: Measures for Job Satisfaction 

 

 

 

 

 

 

 

 

 

 

 

Table 2: Measures for Work Engagement 
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The research framework for this study is established after combining all the factors into 6 

headings as variables: 

 

 

 

 

 

 

 

 

 

 

 

Fig 7: Research Framework 

 

 

3. VARIABLES DETERMINED 

 

The variables determined in the study to establish the relation between Employee Engagement & 

Job Satisfaction are – 

 

3.1 Employee Engagement variables: 

1) Transformational and Transactional Leadership, 

2) Peers Communication & Supervisor Subordinate Communication 

3) Employee Commitment 

4) Employee Job Involvement 

 

3.1 Employee Job Satisfaction variables: 

5) Extrinsic Job Satisfaction 

6) Intrinsic Job Satisfaction 
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The variables are calibrated based on a survey questionnaire form made up of three parts. 

 

Part A is questions requiring the respondent's background. 

 

Part B is questions about the respondent's perception about their perceived employee 

engagement at their workplace covering items on leadership, communication, commitment, and 

employee involvement. 

 

Finally, Part C is questions related to job satisfaction. 

Answers are marked on the appropriate score base on a scale of 1 to 5 for each of the statements. 

 

 

4. HYPOTHESIS 

 

Therefore the implications of the above stated theories guide with supporting variables to 

establish that there is a significant relationship between employee engagement and job 

satisfaction in the organization and is positive in nature. 

 

H1: there is no significant relationship between employee engagement and job satisfaction in the 

organization 

 

H2: there is a significant relationship between employee engagement and job satisfaction in the 

organization 
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5. DATA ANALYSIS 

 

To check the reliability, Cronbach’s alpha coefficients were used to check the internal 

 

consistency of the collected data. To study the level of the job satisfaction, descriptive statistics 

were used to analyze the data. The linear regression analysis was used to study the relationship 

between job satisfaction and work engagement. 

 

 

A total of 12 respondents are male and the remaining 13 are female. Nineteen of the respondents 

are of age between 21 to 25 years of age, 5 of them between 26 to 40 and the remaining zero are 

over 41 years of age. Nine respondents are operators/interns with 10 being the executives and 6 

are supervisors. A total of 15 respondents possessed graduation in their educational qualification, 

9 with Masters and remaining one possessed high school/equivalent educational qualification. 

 

Table 3: Profile and frequency table of the Survey Data 
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6. FACTOR AND RELIABILITY ANALYSIS 

 

All of the items on employee engagement and job satisfaction were subjected to factor analysis 

using Varimax rotation and reliability analysis. The number or items and description of these 

dimensions are shown in below table. Cronbach's alpha was used to assess the internal 

consistency of the entire scale of the construct. Cronbach’s alpha values of 0.7 or higher 

indicate acceptable internal consistency. The items on employee engagement yielded 

6dimensions and were aptly named Transformational Leadership (α = 0.900), Transactional 

Leadership (α = 0.675), peers communication (α = 0.836), supervisor subordinate 

communication (α = 0.801), employee commitment (α = 0.948), and employee job involvement 

(α = 0.818). The items of job satisfaction yielded 2 dimensions. These are extrinsic job 

satisfaction (α = 0.575) and intrinsic job satisfaction (α = 0.908). All the above reliability 

coefficients results are acceptable. 

 

 

Table 4: Factor and Reliability Analysis using cronbach alpha 
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6.1 Importance of choosing the set of questions in survey questionnaire: 

 

Correct employee management strategies drive and improve employee job performance. 

Supervisor provides feedback and guidance, helps employees on what is expected of them, has a 

clear understanding of where the employee supervised is heading, and acknowledges employee 

improvement in their works are important qualities the leader needs to have. Engaged employees 

through freely sharing of ideas, feelings, and hopes, difficulties faced at the workplace, listening 

to difficulties of employees, and reacting constructively to employee needs are among the 

constructive ways that can enhance employee satisfaction. A workplace that makes employees 

proud to work there and gives the feeling of like to work there is important in creating employee 

work satisfaction. This will also encourage employees to recommend others to work there. 

Employee participation, work immensely, difficult to detach from their job and happy working 

for the company are good signs of job satisfaction. 

 

6.2 Regression between Engagement of the Employee and Job satisfaction levels 

extrinsically 

 

 

The result of regression of perceived uses of employee engagement and employee extrinsic job 

satisfaction is tabulated in table below: 

 

 

 

 

Table 5: Durbin Watson’s Regression Square Value for extrinsic job satisfaction and employee engagement 

 

It gives the R square as .483 with p<0.001. It implies that all the 6 dimensions of employee 

engagement explained a total of 48.3% of variation in enhancement of employee extrinsic job 

satisfaction. 

 



` 

23  

6.3 Regression between Engagement of the Employee and Job satisfaction levels 

intrinsically 

 

Below shows the regression relationship(metric) r square value for Engagement of the Employee 

and intrinsic Job satisfaction levels. 

 

 

 

 

Table 6:  Durbin Watson’s Regression Square Value for intrinsic job satisfaction and employee engagement 

 

It gives the R square as .652 with p value less than 0.001. From this, we understand  that all the 6 

dimensions we have considered as measuring premises are apt for employee engagement and 

certainly explains the inter relationship between as a total of 65.2% as that of variation in 

enhancement of the employee extrinsic job satisfaction. 

 

 

7. DISCUSSION AND CONCLUSION 

 

With the above analysis we observe that there is a high correlation between two types of 

leadership  that is transformational and transactional leadership to that of employee job 

satisfaction intrinsically and extrinsically. The result of the Cronbach analysis gives us an idea of 

how correlated the factors supporting the hypothesis are, with the value of eigen being the 

highest for the set of premises considered. It also supports the idea that a manager who possesses 

skills in communication, giving feedback, performance management, and giving recognition will 

make differences in the working style of his subordinates as well which will act as motivating 

factor to work with a common vision aligned with the vision of the company and further engages 

them and gives them a sense of job satisfaction.  

 

The survey questionnaire and detailed flow of the analysis using SPSS is given below. 
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8. THE SURVEY QUESTIONNAIRE 

 

8.1 Format and Questions: 

 

Below is the survey questionnaire on A STUDY OF RELATIONSHIP BETWEEN EMPLOYEE 

ENGAGEMENT AND JOB SATISFACTION 
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9. OUTPUT OF ANALYSIS USING SPSS 
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Factor Analysis 
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