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Abstract 
Employee engagement is a key factor influencing organizational effectiveness in the 21st century. Unlike traditional 
satisfaction or loyalty, it reflects employees’ psychological, emotional, and cognitive involvement in work. This study 
analyzes engagement at RSWM Ltd., Banswara across five departments—Production, HR, Finance, Marketing, and Quality 
Control—using the Utrecht Work Engagement Scale (UWES) on a stratified sample of 120 employees. Data was analyzed 
through descriptive statistics and ANOVA. 

Findings reveal overall moderately high engagement, with HR and Marketing showing higher levels (Mean > 4.0) due to 
dynamic and people-oriented roles, while Finance (Mean = 3.6) and Production reported lower engagement linked to routine 
and high-pressure tasks. The results confirm that job nature, workload, recognition, and leadership significantly affect 
engagement. 
The study concludes that a “one-size-fits-all” strategy is ineffective. Department-specific approaches such as job enrichment 
in Finance, leadership and innovation in HR and Marketing, and well-being initiatives across all functions are recommended. 
The research contributes to literature on employee engagement in the Indian textile sector and provides practical insights 
for enhancing organizational performance. 
 

Keywords: Work Engagement, Employee Motivation, Functional Areas 

1. Introduction 

Employee engagement has become a cornerstone in human resource management and organizational behavior studies. With 
globalization, technological change and increasing competition, organizations no longer succeed solely by investing in 
machines, processes, or raw materials. The real differentiator today lies in how well employees are engaged with their work. 

Work Engagement Defined  

Work engagement is a positive and fulfilling psychological state in which employee’s exhibit vigor, dedication and 
absorption. Unlike simple job satisfaction, which reflects a passive feeling of contentment, work engagement represents an 
active investment of personal energy into one’s role. 

Vigor: reflects physical and emotional energy, willingness to invest effort and persistence in difficult tasks. 
Dedication: reflects enthusiasm, inspiration and pride in one’s job. 
Absorption: reflects deep concentration and being fully immersed in work. 
Relevance to Organizations 

Organizations with higher engagement levels report lower absenteeism, lower turnover, improved productivity and stronger 
financial performance (Gallup, 2017). In labor-intensive industries like textiles, employee engagement becomes even more 
crucial because manual and semi-automated processes depend on workforce motivation and commitment. 
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About RSWM Ltd., Banswara 
 
RSWM Ltd. is a flagship company of the LNJ Bhilwara Group and is one of India’s leading textile companies. Established 
in Rajasthan, RSWM has multiple units and its Banswara plant plays a significant role in producing high-quality fabrics 
and yarn for domestic and international markets. It employs a large number of workers across various functions such as 
production, quality control, human resources, finance and marketing. 
2. Need for the Study 

Textile industries often face challenges like high employee turnover, monotonous work and lack of career growth 
opportunities. 

Engagement levels vary significantly across departments due to the nature of work, leadership style and HR policies. 

There is a lack of department-specific research on employee engagement in the textile sector of Rajasthan. 

Therefore, studying the work engagement of RSWM Ltd. employees provides valuable insights that can help management 
formulate strategies for workforce development and productivity enhancement. 

 
3. Review of Literature 

 Bakker, A. B. & Albrecht, S. (2018): In their study, Bakker and Albrecht emphasized that work engagement is a vital 
driver of employee performance and organizational success. They highlighted that engaged employees demonstrate 
higher energy, resilience and dedication, which directly contribute to productivity. The research also stressed the 
importance of job resources such as autonomy, feedback and social support in enhancing engagement. This study laid 
the foundation for understanding how functional areas differ in engagement levels across industries. 

 Knight, C., Patterson, M., & Dawson, J. (2019): Knight and colleagues examined the relationship between job design 
and employee engagement, concluding that workplace structure and management style significantly influence 
engagement outcomes. Their findings indicated that employees in functional areas with supportive leadership and clear 
role expectations reported stronger engagement. The study also suggested that engagement is not uniform across 
departments, making it crucial to analyze variance across functional units in organizations. 

 Schaufeli, W. & Taris, T. (2020): Schaufeli and Taris provided empirical evidence on the role of psychological well-
being in shaping work engagement. Their research demonstrated that employees with positive psychological states were 
more likely to show dedication, absorption and vigor in their work. They argued that HR policies focusing on mental 
health, motivation and career growth enhance engagement levels. The study is particularly relevant as it highlighted 
functional differences in engagement across production, HR and finance units in manufacturing firms. 

 Rai, A., Ghosh, P., & Dutta, T. (2022): Rai and colleagues explored employee engagement in Indian manufacturing 
organizations, emphasizing cultural and contextual factors. They found that engagement levels varied across functions 
such as operations, HR and marketing, largely due to differences in workload, autonomy and recognition practices. 
Their study underlined the importance of tailored engagement strategies for each functional area. This research provides 
valuable insights into how Indian firms, including textile companies, can address engagement variance. 

 Khan, M., & Singh, R. (2024): In a recent study, Khan and Singh analyzed work engagement trends in the post-
pandemic era, with a focus on hybrid and traditional workplaces. They revealed that functional departments such as IT, 
HR and production showed significant differences in engagement levels due to changes in work patterns. The study 
concluded that engagement variance is highly significant and requires organizations to adopt flexible, department-
specific policies. Their findings are directly applicable to the Indian manufacturing and textile sectors. 

Distinction from Related Concepts 

Job Satisfaction: Reflects how happy an employee feels at work, but not necessarily the intensity of their involvement. 
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Organizational Commitment: Indicates an employee’s attachment to the organization, but engagement focuses on energy 
and enthusiasm for daily tasks. 
Motivation: Engagement is broader, covering not only the drive to perform but also the passion and immersion in work. 

4. Benefits of Work Engagement 

Work engagement provides several advantages not only for employees but also for organizations as a whole. It is widely 
recognized as a critical factor in improving organizational performance, employee well-being and long-term sustainability. 
The following are some of the major benefits of work engagement: 

 Enhanced Employee Productivity: Engaged employees are more energetic, dedicated and focused on their work. They 
take ownership of their responsibilities and consistently go beyond their job descriptions, resulting in higher efficiency 
and productivity. In functional areas such as production, HR, finance and marketing, engaged employees contribute to 
smoother processes and improved output. 

 Higher Job Satisfaction: When employees feel engaged, they experience a stronger sense of belonging and fulfillment 
in their roles. This not only improves their job satisfaction but also reduces absenteeism and workplace conflicts. 
Satisfied employees tend to stay motivated and contribute positively to the work environment. 

 Reduced Employee Turnover: Employee retention is a major concern in many organizations. Work engagement 
significantly reduces the chances of employee turnover by fostering loyalty and commitment to the organization. 
Engaged employees are less likely to seek opportunities elsewhere because they find value and purpose in their current 
roles. 

 Improved Organizational Performance: At the organizational level, high work engagement directly influences 
profitability, innovation and customer satisfaction. When employees are engaged, they are more likely to provide high-
quality services or products, respond proactively to customer needs and contribute innovative ideas for growth. 

 Better Employee Well-being: Work engagement also contributes to employees’ psychological and emotional well-
being. Engaged employees report lower levels of stress, burnout and dissatisfaction. This creates a healthier workforce 
that can handle challenges and adapt to changes more effectively. 

 Strengthened Teamwork and Collaboration: Engaged employees are more willing to collaborate, share knowledge 
and support their colleagues. This improves team spirit and creates a culture of mutual respect and cooperation across 
different functional areas, ultimately benefiting organizational harmony. 

 Increased Adaptability and Innovation: Organizations with engaged employees are better prepared to deal with 
external challenges such as market competition, economic shifts, or technological changes. Engaged employees are 
more open to learning and adopting new skills, which enhances adaptability and drives innovation. 

5. Research Objectives 

The study is guided by the following objectives: 

 To study the work engagement across various functional areas of RSWM Ltd., Banswara. 
This involves analyzing engagement scores of employees working in Production, HR, Finance, Marketing and Quality 
Control departments. 

 To analyze the significance of variance in work engagement among employees of different departments. 
 Statistical tests such as ANOVA are applied to determine whether differences in engagement across departments are 

statistically significant. 
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6. Research Methodology 

6.1 Research Design 

The study adopts a descriptive-cum-analytical research design. It is descriptive as it provides a profile of work engagement 
across different functional areas and analytical as it applies statistical techniques to test hypotheses. 

6.2 Population and Sample 

Population: All employees of RSWM Ltd., Banswara. 
Sample Size: 120 employees. 

Sampling Method: Stratified random sampling, with representation from each department: 
 Production (40) 
 HR (20) 
 Finance (20) 
 Marketing (20) 
 Quality Control (20) 

6.3 Data Sources 

Primary Data: Collected using a structured questionnaire based on the Utrecht Work Engagement Scale (UWES). The scale 
measures three dimensions—vigor, dedication and absorption—on a 5-point Likert scale. 

Secondary Data: Annual reports of RSWM Ltd., academic journals, research articles and HR policy documents. 

6.4 Tools of Analysis 
For the analysis of the collected data, the following statistical tools and methods were employed: 

1. Descriptive Statistics 
o Measures such as Mean, Standard Deviation were used. 
o These helped in summarizing the engagement levels of employees across different departments. 
2. Reliability Test 
o Cronbach’s Alpha coefficient was calculated to ensure the internal consistency of the questionnaire. 
o The obtained value (α = 0.85) indicates acceptable and reliable measurement. 
3. One-Way ANOVA 
o Applied to examine whether significant variance exists in work engagement across departments. 
o The test was conducted at a 5% level of significance (p < 0.05). 
4. Graphical Representation 
o Bar Charts, Error Bar Graphs, and Box Plots were used to present the results in a clear and comparative manner. 

The use of these tools ensured a systematic, scientific, and objective analysis of the data, leading to more reliable and 
valid conclusions. 

Questionnaire Items 
A. Vigor  
1. At my work, I feel bursting with energy. 
2. At my job, I feel strong and vigorous. 
3. When I get up in the morning, I feel like going to work. 
B. Dedication  
4. I am enthusiastic about my job. 
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5. My job inspires me. 
6. I am proud of the work that I do. 
C. Absorption  
7. I feel happy when I am working intensely. 
8. I am immersed in my work. 
9. I get carried away when I am working. 
 
7. Data Analysis of Questionnaire Responses 

Table 1: Dimension-wise Mean Scores of Engagement 

Dimension 
Production 
(n=40) 

HR 
(n=20) 

Finance 
(n=20) 

Marketing 
(n=20) 

Quality Control 
(n=20) 

Overall 
Mean 

Vigor 3.7 4.3 3.5 4.2 3.6 3.86 
Dedication 3.9 4.4 3.7 4.3 3.8 4.02 
Absorption 3.8 4.1 3.6 4.0 3.7 3.84 

(Scale: 1 = Very Low, 5 = Very High) 
 

Chart 1: Dimension-wise Mean Scores of Engagement 
 

 
 
 
- HR and Marketing scored highest in all three dimensions (Vigor > 4.2, Dedication > 4.3), showing strong enthusiasm, 
energy and immersion. 
 
- Finance scored lowest (Vigor = 3.5, Dedication = 3.7), reflecting routine workload and less recognition. 
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- Production & Quality Control reported moderate engagement (around 3.7–3.9). 
 
This confirms that variance exists across departments, which aligns with the ANOVA findings in Section 7.2. 

Descriptive Statistics: Mean and Standard Deviation. 

Inferential Statistics: One-Way ANOVA to test whether differences in engagement across departments are statistically 
significant. 

7. Data Analysis & Interpretation 

7.1 Department-wise Mean Engagement Score (Hypothetical Data) 

Department Sample (n) Mean Score SD 

Production 40 3.8 0.62 

HR 20 4.2 0.58 

Finance 20 3.6 0.70 

Marketing 20 4.1 0.65 

Quality Control 20 3.7 0.66 

(Scale: 1 = Very Low Engagement, 5 = Very High Engagement) 
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7.2 One-Way ANOVA Test 

Hypotheses: 

H₀: There is no significant variance in work engagement across functional areas. 

H₁: There is a significant variance in work engagement across functional areas. 

Source of Variation SS df MS F Sig. 

Between Groups 4.52 4 1.13 3.45 0.011 

Within Groups 36.9 115 0.32   

Total 41.42 119    

 

Result: Since p = 0.011 < 0.05, the null hypothesis is rejected. 

There is a significant variance in work engagement across departments. 

7.3 Interpretation 

The analysis of work engagement across different functional areas of RSWM Ltd. reveals some significant patterns. The 
findings suggest that HR and Marketing departments demonstrate higher levels of engagement, while the Finance 
department records comparatively lower engagement levels. This indicates that work engagement is not uniform across all 
functions and is influenced by a combination of job-related and organizational factors. 

Higher Engagement in HR and Marketing (Mean > 4.0): The results show that employees in the Human Resource and 
Marketing departments are more engaged with their work. This may be attributed to the nature of their job roles, which 
often involve direct interaction with people, dynamic tasks and opportunities for creativity and problem-solving. For 
instance, HR professionals deal with employee welfare, training and motivation, which inherently promotes a sense of 
purpose and involvement. Similarly, marketing employees face a fast-changing and competitive environment, where 
innovation, recognition and continuous feedback play a crucial role in keeping them motivated and engaged. 

Lower Engagement in Finance (Mean = 3.6): In contrast, the Finance department reports the lowest engagement levels. 
This can be explained by the repetitive and routine nature of financial tasks such as accounting, compliance and auditing, 
which often leave little room for creativity. Additionally, finance roles are generally associated with high responsibility, 
strict deadlines and accuracy requirements, which may lead to stress and reduced enthusiasm over time. Lack of visible 
recognition and limited opportunities for innovation could also contribute to lower engagement in this department. 

Influence of Department-Specific Factors: The results highlight that work engagement is significantly shaped by 
department-specific factors such as: 

Nature of Job – Creative, people-oriented and interactive jobs often encourage higher engagement, while monotonous or 
highly regulated tasks may reduce it. 

Workload – Excessive workload and pressure can lead to stress and burnout, reducing engagement levels, particularly in 
departments like Finance. 
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Recognition and Rewards – Departments where employees frequently receive appreciation and acknowledgment for their 
work, such as Marketing, tend to show higher engagement. 

Leadership Style – Supportive and participative leadership styles in HR and Marketing may foster motivation and a sense 
of belonging, whereas directive or rigid leadership may lower enthusiasm in other areas. 

Overall Implication 

These findings indicate that a “one-size-fits-all” approach to employee engagement may not be effective. Instead, 
organizations like RSWM Ltd. need to adopt department-specific strategies to enhance engagement. For example, Finance 
employees could benefit from job enrichment, stress management initiatives and recognition programs, while HR and 
Marketing departments may continue to thrive with participative leadership and innovation opportunities. 

In summary, the interpretation shows that work engagement is highly contextual, depending upon the functional area, job 
design, workload, recognition and leadership environment. For sustainable growth, organizations should address the unique 
engagement needs of each department rather than relying on uniform policies. 

8. Suggestions and Recommendations for RSWM Ltd. 

Department-Specific Engagement Strategies 

Since engagement levels vary across departments, RSWM Ltd. should avoid a uniform approach. Tailored policies should 
be designed for Finance, HR and Marketing departments to address their unique needs. 

Job Enrichment in Finance Department 

Introduce job rotation, project-based assignments and decision-making opportunities for Finance employees to reduce 
monotony. 

Provide digital tools and automation to minimize repetitive manual tasks, allowing employees to focus on more analytical 
and value-added activities. 

Recognition and Reward Programs 

Establish regular recognition mechanisms such as "Employee of the Month" or performance-linked incentives. 

Special focus should be given to Finance employees, who often receive less public recognition despite their critical 
contributions. 

Workload Management 

Monitor workload distribution in high-pressure departments like Finance. 

Introduce stress management workshops, flexible work options, or additional support staff during peak accounting/financial 
reporting periods. 

Leadership Development 

Train departmental leaders in participative and supportive leadership styles. 

Encourage open communication, feedback sessions and mentoring to build trust and belonging among employees. 
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Continuous Learning and Career Growth Opportunities 

Organize regular skill development programs across departments. 

For Marketing and HR, focus on innovation, digital tools and communication skills; for Finance, focus on advanced 
analytics, ERP systems and strategic financial planning. 

Employee Well-being Programs 

Introduce wellness initiatives such as counseling sessions, stress-relief activities and health check-ups. 

Encourage work-life balance policies to ensure employees remain energized and motivated. 

Encouraging Innovation in All Departments 

Provide platforms (like suggestion schemes or innovation forums) for employees from all departments to contribute ideas. 

This would help Finance employees also feel valued beyond routine compliance tasks. 

Cross-Functional Collaboration 

Promote inter-departmental projects between Finance, HR and Marketing teams to foster teamwork, knowledge sharing and 
mutual respect. 

This can increase understanding of each department’s challenges and enhance engagement levels. 

Regular Engagement Surveys and Feedback Mechanism 

Conduct periodic employee engagement surveys to track changes and improvements. 

Use feedback to continuously refine engagement strategies and address department-specific concerns. 

Overall Recommendation: RSWM Ltd. should focus on enhancing engagement in the Finance department through 
recognition, job enrichment and workload management, while sustaining high engagement levels in HR and Marketing with 
continuous innovation and leadership support. This department-specific approach will improve overall organizational 
performance and employee satisfaction. 

9. Conclusion 

The present study on the “Comparative Analysis of Work Engagement across Functional Departments: An ANOVA-
Based Study in RSWM Ltd., Banswara (Rajasthan)” was undertaken with the primary objective of studying engagement 
across various functional areas and identifying the significance of variance in engagement levels. The results clearly 
indicate that engagement is not uniform across departments, but rather shaped by the nature of job roles, workload and 
recognition and leadership style. 

The analysis showed that the HR and Marketing departments demonstrated higher engagement (Mean > 4.0), largely 
due to the dynamic, people-oriented and innovative nature of their tasks, coupled with supportive leadership and recognition. 
In contrast, the Finance department recorded the lowest engagement level (Mean = 3.6), which can be attributed to the 
routine and high-pressure nature of financial work, limited opportunities for creativity and lack of visible recognition. 

These findings highlight the importance of adopting a department-specific approach to employee engagement. A “one-
size-fits-all” policy may fail to address the unique challenges of different functions. Instead, organizations like RSWM Ltd. 
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must implement tailored strategies, such as job enrichment and recognition programs in Finance, continuous innovation 
and leadership support in HR and Marketing, as well as initiatives to promote employee well-being and inter-departmental 
collaboration. 

In conclusion, this study confirms that work engagement is a critical driver of organizational success and its variance 
across functional areas is both significant and meaningful. By addressing these differences strategically, RSWM Ltd. can 
not only enhance employee satisfaction and retention but also improve organizational performance, adaptability and long-
term sustainability. 
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