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ABSTRACT 

Employees of an organization and workforce at the industry level are the foundation 

pillars of any economy—the success of lies in an engaged workforce. Employee 

engagement and organizational culture are now business concerns and HR 

practitioners and academicians’ keen interest. In an era of augmented organizational 

transparency, greater workforce mobility, and severe skills shortages, culture, 

engagement, have emerged as top issues for business leaders, especially in the 

emerging economies like India. The organizations compete for talented people who 

have high performance and high competence in the workplace. Each individual has 

their knowledge & abilities, feelings, skills, perceptions and attitudes. It is very 

challenging for the HR practitioners to effectively manage employees and keep them 

engaged in work, create a sense of belongingness so that they wholeheartedly 

contribute towards accomplishing organizational goals, and stay in the organizations 

for longer and do not mind to go extra miles for their organizations. An enhanced 

understanding of the factors that impact on employee engagement is required to 

understand. However, in the context of the organizational culture predicting 

engagement is minimal.   

The study was undertaken to analyze the predictors of organizational culture, 

influencing employee engagement among the recruitment industry employees. The 

study variables were derived from the extant literature review, and the survey 

instrument was developed. Data was collected using the convenience and snowball 

sampling method, with 364 samples across Gujarat’s major cites’ recruitment 

consultancies. Descriptive and inferential statistical tools were applied to analyze the 

data with MS Excel, SPSS 25.0, ADANCO 2.0.1. Organizational culture was 

measured on the dimensions like – Values & goal clarity, autonomy, human resource 

orientation, team orientation, external orientation, customer focus, and results 

revealed a strong organizational culture in recruitment consultancies. And employee 

engagement was measured on the measurements – vigor, dedication and absorption 

revealed that employees are highly engaged in an organization. Human resource 

orientation and Values & goal clarity were significantly related to employee 

engagement. Dedication and vigor showed significant association with organizational 



culture. Mediation analysis was conducted with various engagement factors revealed 

partial mediation for each factor.  

This research’s significant contribution is in understanding organizational culture and 

its factors affecting employee engagement among recruitment professionals. 

Theoretically, this research has contributed to the existing body of knowledge about 

organizational culture’s effect on employee engagement. A primary model was 

developed to determine the relationship, and it has enriched both organizational 

culture and employee engagement constructs so far in the context of the recruitment 

industry. This thesis has contributed to the knowledge pool of culture-engagement 

relationship, with reference to recruitment organizations – an emerging and niche part 

of the service sector how recruitment professionals perceive their organizational 

culture and how it affects their engagement levels. 

The future array of the current study can be extended by including more variables in 

the model. Researchers shall apply various research methods to measure and justify 

the conceptual model,  like focus group interviews, nominal group technique etc. The 

study can also be done across various geographies and service sectors to ascertain the 

interplay of different factors and their contribution to employee engagement. 

Keywords: Organizational Culture, Employee Engagement, Recruitment firms, 

Recruiters. 
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1.P PRELUDE

The Chapter of the Introduction includes two sections. 

Section 1A: Overview - Labour Market, HR Consulting Industry Market, 

Recruitment Consultancy Market – Global, National, and State 

Section one describing a brief overview of the Global and Indian Labour force market, 

the HR consulting Industry market, and the Recruitment Industry market with the latest 

changes that have taken place concerning processes along which can open the gateway 

of the Gujarat Recruitment Industry. 

Section 1B: Overview - Recruitment, definitions of Recruitment, Organizational 

culture and Engagement in the context of recruiters 

Section two describes insight on Recruitment as a concept, current trends, and challenges 

faced by Recruitment professionals in the industry and provides an overview of 

Organizational Culture and Employee Engagement in the context of Recruitment firms 

and Recruiters.  

i



Section 1A 

Labour market, HR Consulting Industry, Recruitment Industry – 

global, national & state overview 



“The challenge today is not just retaining talented people, but fully engaging them, 

capturing their minds and hearts at each stage of their work lives” (Lockwood, 2007, p. 

1). 

Nowadays, Every organization has started understanding human resource management’s 

significance and its impact on an organization’s optimum potency. Various organizations 

are now focusing a lot on their employees' recruitment process and well-being, as humans 

(employees) are the main asset in the business. Even though an organization has excellent 

strategies, policies, and sustainable funds, it will not flourish without committed and 

amenable human resources. 

India needs around 8% growth over the next 20 to 30 years to grow the Indian economy 

to fall amongst the world’s best economies. With this aspiration, there is also the need to 

create 12-15 million jobs each year. Three ongoing mega-trends have the potential of 

significantly altering the nature of work in all G20 countries, albeit with different 

intensity: globalization, technological progress, and demographic change - as well as the 

changes in values and preferences that will go paired with them. Together, these trends 

are likely to affect the quantity and quality of available jobs and how and by whom they 

will be carried out (Bajpai, 2018). India has a prominent foothold into a global 

marketplace in both the manufacturing and service sector sectors.  

According to the ibef (India brand equity foundation) Government aims to achieve a 25 

percent GDP share and 100 million new jobs in the sector by 2022. Also, McKinsey 

analysis finds that rising demand in India, together with the multinationals’ desire to 

diversify their production to include low-cost plants in countries other than China, could 

together help India’s manufacturing sector to grow sixfold by 2025, i.e. to $1 trillion 

while creating up to 90 million domestic jobs. Hence, with emerging demand for 

industries that lead to significant job creation across the country, recruitment firms need 

to recruit to assess and place appropriate talent. 

1.1 The Global and Indian labour market at a glance: 

An estimated 7.7 billion will be the world population by the end of 2019. Enhancing all 

these people’s well-being, especially on employment, should be the top priority of any 
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country’s policy agenda. Sustainable growth is the prime goal for any country’s 

policymakers, and Labour markets are central to attaining Sustainable growth and 

promoting human-centred development. Statistics on employment and labour force 

participation reflect the definitions established in the relevant resolutions of the 

International Conference of Labour Statisticians (ICLS), which are updated periodically 

to adjust to the changing world of work. For instance, the 19th ICLS, held in 2013, 

narrowed the definition of employment to refer only to activities performed for others in 

exchange for pay or profit. Simultaneously, the purpose of work was expanded to include 

the production of services for their use, such as unpaid care work (ILO, 2013).  

 

Figure 1.1 - Global population and labour force {source: ILO} 

 

Labour markets can be divided into two blue-collar workers whose job involves manual 

or physical labour and white-collar workers whose job requires special professional, 

managerial, or administrative skills. Workers can further be differentiated between entry-

level (freshers) v/s experienced hires. And also, the job location in rural or urban can 

classify workers. 

1.1.1 Blue Collar V/S White Collar Workforce: 

The terms “blue-collar” and “white collar” was originated in the early 20th century by 

Upton Sinclair; these terms are occupational classifications of the workforce that 
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bifurcates workers who perform manual labour from workers who perform professional 

jobs. Earlier, blue-collar workers wore blue uniforms and were usually blue, working in 

trade occupations performing physical labour jobs. White-collar workers wore formal 

(shirts and pants) attire and worked in an office building. Other aspects that distinguish 

blue-collar and white-collar workers include education and pay levels. 

1.1.2 Importance of workforce to the organizations and the economy at large 

The workforce is the most significant investment that an organization can make for an 

organization. It serves as the backbone of any organization. Achieving business 

excellence and optimizing the workforce’s utilization is a crucial concern for any 

organization’s business sustainability in this highly competitive environment. The role of 

employees’ efforts for business excellence is often overlooked, along with other factors, 

organizations are affected adversely through the workforce’s mismanagement. 

One of the most eminent and influential management philosophers of his time, Peter 

Drucker, believed that human resources are an organization’s most vital asset. Drucker 

(1999) stated, “the most valuable assets of a 20th-century industries/organizations were 

its production equipment. The most valuable asset of a 21st-century company (whether 

business or non-business) will be its knowledge workers/workforce and their 

productivity”. Drucker stated that an organization should consider knowledge workers as 

capital assets and look-ups as its most vital element. The Harvard Business Review in 

2004 noted that the skills of a company’s workforce are an intangible asset that is to be 

considered as more worthy than their tangible assets. 

1.1.2A Importance of workforce at an organization level: 

According to research conducted by Gallup consulting inc., “Disengaged employees cost 

companies $450-to-$550 billion in lost productivity each year as a result of poor 

performance and high absenteeism.” Investment in human resources enhances 

organizational performance. Additionally, Recruitment and retention of a workforce and 

retaining them also promote organizational performance. Research shows a link between 
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employee satisfaction and an organization’s financial performance. Contended and happy 

workplace culture reflects higher profitability. 

The following are why the workforce is considered the most valuable asset for any 

organization. 

1. The organizational workforce is the front face to provide goods or services to

customers/clients. Here the critical priority shall be given to improving employee

efficiency and performance. Every department comprises employees with

different specializations and responsibilities, be it production- produces final

goods, finance- takes care of finances, marketing – promote the products and

services in the market, IT- takes care of the technical matters and maintains the

data better decision-making, etc.

2. The consumer is the King, and employees are the first customer to any

organization. To performance-oriented results, an organization must have a happy

and satisfied workforce.

3. To gain a cutting edge advantage over the competitors in the market, it is

imperative to keep employees happy whether the co is a small-scale, medium-

scale, large-scale, or a business giant like IBM, Dell, Google, Apple, Microsoft,

etc. It results from the employers’ continuous efforts to build a culture of

engagement.

4. Employees foster the organization. They give in their heart, soul, and blood to the

organization regarding their skills, knowledge, and capabilities and nurture it for

business excellence.

5. Skilled people with knowledge of how an organization operates are challenging

to find and even more challenging to retain and replace. Their skills include

training and development programs, relevant experience, and understanding

various companies’ cultures, systems, and work procedures.

6. Employees are the foundation pillars of a robust and high-performing

organization. If the organization’s foundation is not strong enough, it is

endangered to turn down tough times. Its employees at every level run an

organization. One cannot justify their strength, commitment, and emotional

empathy in monetary terms, making their intangible assets.
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7. An engaged workforce makes a key difference by reaching new targets, meeting

customers’ demands and needs, developing innovative and new products, and

performing great efforts to achieve the organizational short-term and long-term

objectives.

8. The outstanding efforts that the employees put in, which further results in

excellent customer reviews and creating brand loyalty from customers.

The HR department comprises employees responsible for hiring, retaining employees 

with specific talents who can team up with the other employees and work for the 

organization efficiently and effectively by combining new ideas with an unmatchable 

experience.  The work system is a holistic concept considering employee, task, tool, 

organization, and work environment. Organizations craft their work system to fit various 

industries and services and act as enablers of businesses. Workforces are globally diverse, 

more educated, and skilled (Briscoe, Schuler, & Claus, 2009; Friedman, 2005). This 

global environment is not only transforming the way businesses are managed; it has also 

changed the management of workforces; as a result, the term  ‘‘global workforce’’ has 

received extensive discussion recently (Briscoe et al., 2009; Collings, Scullion, & 

Dowling, 2009; Scullion & Collings, 2006). 

Employees are undeniably the assets for any organization taking it forward by keeping a 

dynamic and learning environment to cope with the continuously changing market 

conditions, whether changing technological advancements or political and economic. The 

valued workforce of an organization puts in the extra effort. It uses the best of its 

capabilities in its work, which results in improved performance, resulting in better 

customer service and increased shareholder value. It finally concludes the reasons that 

describe why the employees are invaluable assets for any organization. 

 1.1.2B Importance of workforce at an economy at large: 

India’s workforce market is undergoing systematic transformation, but there is a lack of 

reliable data to capture this shift. The pace of job creation measured more often and 

accurately. It is seen the need for a new emphasis on the point of skilful employment for 

India’s workforce is ~711 million people with the working-age group of 15-59 years, and 
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12 million people are added to this workforce every year, which is noted as the largest in 

the world with the average age of 24 years. By 2020 the average age will be 29 years, 

according to the BCG report. It is expected to grow until 2035-40, giving India the most 

extended window of opportunity than any other country to use its demographic dividend 

(Kapoor 2019). And that focuses on improved quality of work and the earnings derived 

from it. Skilful employment covers problems like the higher earnings, work quality 

aspects, quantity and type of work done by people already in employment, growth in 

labour productivity, infrastructure and cleanliness, flexibility, income security, and 

intellectual challenge. 

India has shown strong economic growth compared to many other countries in the past 

few years, but there are concerns about whether the growth has been inclusive or whether 

the country is heading for jobless growth. Studies from India’s Labour Bureau on 

employment creation suggest that fewer than 2 million jobs are being created annually, a 

challenging scenario in a country where the working-age population grows by 

approximately 16 million every year. In the post-liberalization era, a considerable 

quantum of jobs created in the services sector. In India, informal employment has risen 

within almost all manufacturing industries, which traditionally had the most extensive 

formal sector jobs. 

According to the ILO’s World Employment Social Outlook—Trends (2018) report,  there 

has been considerable job creation in some Information, Communication, and 

Technology (ICT)-enabled services.  Especially in India, remarkable jobs created in the 

services sector over the past couple of decades have been in traditional low value-added 

services, where informality form of employment are often dominant, which continues to 

raise the prospect of further reducing working poverty, job security, and wage inequality 

especially in South and Southeast Asia. In India, Bangladesh, Cambodia, and Nepal, 

almost 90 percent of workers find informality. Such a high amount of informality is 

driven by increased employment shares in agriculture. It has exceeded the agricultural 

sector. In developing countries such as India and others, informality has pertained even 

in non-agricultural sectors such as construction, wholesale and retail trade, 

accommodation and food and food processing service industries.  
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According to the FICCI-NASSCOM Future of Jobs in India report (2017), globalization 

and India’s demography with a high proportion of youth is critical factors in moulding 

the country’s job landscape. When the working-age population’s growth is greater than 

the increase in the total population, more incomes, more savings, more capital per worker, 

and more change can say ‘demographic dividend’ (Kapoor, 2019). 

1.1.3 JOBS CREATION – A WAY AHEAD 

The emergence of a new global economy is driven by technological growth and 

increasing service businesses that demand labour-intensive and promote job creation. 

Digitization has widened the arms for micro-entrepreneurs, contributing to shifting for 

themselves, the economy, and job creation. This part of the chapter sheds light on the 

importance of manufacturing or infrastructure or related sectors for job creation. 

However, it looks upon the conventional development ways to make appropriate job 

creation in this emerging era of globalization.  

• Servitization: In this era of digitization and globalization, there are enormous

opportunities for service-driven business, eg. The growth of the Internet of Things (IoT)

which, according to the  NASSCOM, will be US$15 billion by 2020 in India, and

creates a whole new set of digital and AI services like data analytics, asset management

services, Recruitment services, E-HRM services, etc.

• Micro-Entrepreneurs: The modern global market is changing how the organization

functions. Digitization has enabled even the most minor organizations to access

resources to grow their ventures. We can see a growing no. of entrepreneurs offering

their services using various business models. Businesses like Amazon, Airbnb, swiggy,

and many others use technology as a critical resource to integrate their customers and

other stakeholders. Thus, it has significantly contributed to self-employment and

employment, leading to more job creators rather than job seekers.

• Disinvestment in PSU’s: According to Nikkei Asian Review, “The Govt. of India has

drawn up a list of 23 state-owned companies it wishes to sell off to the private sector

by March 2021 as part of an ambitious plan to balance the budget and revitalize the

industry.”
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Public Sector Undertakings (PSUs) have been vital in India’s growth, especially post-

independence. The concept of PSUs within the Indian context aimed to provide the 

necessary industrial and financial support. Also, PSUs sought to grow India to pace in its 

manufacturing capacity. Some of the largest and most successful PSUs—BHEL, State 

Bank of India, ONGC, Indian Oil Corp, Oil India, Steel Authority of India, and Bharat 

Electronics, and many others owe their significant contribution to the Indian economy. 

Since 1991, many of the underperforming units have been disinvested in privatizing 

economic gains of being operated with private ownership. Arun Shorie, the finance 

minister during the 2001 period, explained then that “the main objective of the 

disinvestment is to put national resources and assets to optimal use and in particular about 

unleashing the productive potential inherent in our public sector enterprises.” 

Hence, In the Context of the Recruitment Industry, the disinvestment of PSU’s now going 

to private ownership will promote job creation and generate demand for specific 

skills/Talent, which will create enormous business opportunities for Recruitment firms. 

1.1.3A Statistics for job creation various sectors 

The service sector has a significant contribution and will continue to be a key contributor 

to the Indian employment market. The amount of employment generation varies through 

different service sub-sectors according to the report by the BCG and CII (Confederation 

of Indian Industry) in 2017, which are discussed in the above section: 

a. Evolved services (construction, financial services, etc.): The construction sector

will continue to grow in employment generation,  majorly contributed by the

government to develop national infrastructure. Whereas the financial industry has

comparatively less growth than developed economies, a rise in the financial services

market contributes significantly to India’s GDP. Therefore, evolved services will

generate around 3.5 – 4 million jobs a year.

b. Under-penetrated services (Education, healthcare, tourism, etc.): These sectors

will progressively contribute to job creation due to the immense growth potentiality,

currently creating approximately 0.5-1 million jobs a year, but it is expected to grow

around 3-3.5 million jobs a year.
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c. Emerging services (natural infrastructure, rural services, digital services,

consulting services etc.): These sectors need more investment for more job creation.

These sectors are expected to create 1 million jobs a year, which is considered

insignificant.

Hence, to meet up the talent demands, it opens up the excellent scope for Recruitment 

firms for the business organizations to find the right talent for the role and an increasing 

need for more innovative recruitment strategies. This involves identifying talent 

requirements, developing methods to source the target pool of talent, building an 

employer brand to attract applicants, upgrading technology for screening and selection, 

and developing effective onboarding and orientation strategies that help new employees 

to get familiar with the organization. The further part of this chapter will highlight the 

significance of Recruitment and recruitment organizations and their current trends, 

challenges, and recruitment strategies. These give rise to a new industry in the 

marketplace, the consulting industry, evidently, from various research on emerging 

services. The Indian government has identified 12 sectors under the “Champion Services 

Sectors” Initiative to formulating courses of action to promote their growth. Consultancy, 

Trade, Hospitality & Tourism, Port services & Shipping, Storage services, Construction, 

Telecom & telecom related services, Real estate, Accounting & Auditing Services, 

Research & Development, and Legal Services. This study focuses on the Consultancy 

sector on a broader aspect within the recruitment industry's particular as the scope of the 

survey is Recruitment firms of Gujarat in upcoming sections. 

1.2  Consultancy Services Industry: 

1.2.1 Meaning and Definition: 

The literal meaning of the word “consultancy” means the act of consulting. We can say 

it the process of seeking expert knowledge from the consultant. The World Book 

Millennium 2000 defines a consultant as “a person who gives professional or technical 

advice”, and consultancy has been described as “the work or business of a consultant”. 

The consultant is often used in generic terms and often misunderstood till it gets the 

correct meaning with appropriate prefixes: “Investment”, “Management”, “Human 
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Resources”, “Recruitment” or “Technical”. Academic research on the consulting industry 

has focused on studying the practice of consulting, the nature of assignments consulting 

organizations undertake, the value they generate for their clients, and the way consulting 

firms are organized and managed. Mukherji and Ramachandran (2007) labelled 

outsourcing as “practice in search of a theory”—we could extend the same label to the 

consulting industry as well. 

The consultancy services market can be broadly categorized into management 

consultancy and engineering consultancy. Some of the commonly provided services 

across both consultancy fields include detailed project reports, impact studies, evaluation/ 

assessment studies, advisory services, design, and detailed engineering. Practically all 

this originates from Management consultancy. Hence it is apt to define management 

consultancy. 

 

Consultancy can be said as a knowledge-based profession with an underlying 

developmental role spanning a wide range of sectors. Consultancy services play an 

essential role in the development of the economy. Still, such consultancy enhances the 

visibility of Indian technical expertise abroad. It boosts the external sector in multiple 

ways,  generating foreign exchange revenues, promoting export of technology, 

Recruitment, and training of personnel can be broadly said as Talent Management while 

contributing significantly to national development of the economy. 

1.2.2 Evolution of Management Consulting Industry: 

Globally, the industrial revolution of the 20th century gave the first giant leap to the 

consulting industry. As more and more industries are producing consumer goods and 

services, there was a steep rise in the demand for personnel, finance, strategy, and 

operational organization management expertise. The second shift wave came after 

introducing information and technology in the business. Precisely, management 

consulting’s evolution starts in Boston, Massachusetts, where an MIT chemist named 

Arthur D. Little established the first known management consulting firm – Arthur began 

his consulting firm in 1886 and formally incorporated it in 1909. Although Arthur is 

credited with creating the first management consultancy, he specialized in technical 
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research for the first few years and opened doors to other budding management 

consultants. 

Furthermore, Management consulting has increased, with the industry's growth rates 

exceeding 20% in the 1980s and 1990s as a business service consulting remains highly 

cyclical and linked to overall economic conditions. The consulting industry shrank during 

the 2001-2003 period but steadily grew until the recent economic downturn in 2009; since 

then, the market has stabilized. 

In the Indian context, it is practically difficult to find India’s consulting practices’ exact 

origin due to the lack of any significant and sufficient literature on the topic. On reviewing 

available literature, it is seen that the history of organized consultancy services mainly 

relates to that of management consultancy. Most of the consultancy services were also 

centred around management consultancy. During the post-independence, many 

developments took place when it was started by the foreign consultants engaged by some 

MNC’s. With significant investments in the public sector during the first and second five-

year plans, the local consultancy firms slowly started operating to meet the needs of the 

Indian industry. The pioneers of India's consultancy took the project consultancy and 

industrial engineering route, or we can say technical consultancy. Several institutions and 

firms were - established during this period. These include the Administrative Staff 

College, National Productivity Council, A F Ferguson, Tata Consultancy Services, and 

the Indian Institutes of Management (IIMs). The consultancy services flourished during 

the 1960s and 1970s when many retired executives and consultants from foreign 

countries, mainly western countries, joined India’s consultancy organizations.  

1.2.3 Classification Management Consulting Industry and Key Players of the 

Industry: 

Since management consulting represents over half of the consulting industry, most 

market players are management consultancy firms or organizations with a business unit 

that offers management consulting services. In the case of the latter, it primarily concerns 

large IT service providers (who often provide implementation support and change 

management), recruitment firms (that often extend their recruiting and interim services 

with HR advisory), or temporary Manpower agencies (who add premier consulting 
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services to their temporary and contracting portfolio). In terms of numbers, a large part 

of the market consists of freelancers – freelance management consultants that are active 

as independent advisors or contractors.  

The purpose of a Management consultant is to help organizations improve their 

Business/performance. Consulting services can range from Talent Management, 

Organizational culture identification, management, organizational change management, 

coaching skills, process analysis, technology implementation, strategy development, and 

operational improvement services. The most common type of consulting is management 

consulting, and it can be split into several different branches, also their major critical 

players as depicted in the graphic below: 

Figure 1.2 - Key players in the management consulting industry’s standard 

classification.{Source: Author’s recreation} 

From the classification mentioned above, the current research study’s purview shall be up 

to the HR Consulting Industry, sub-dividing that research will be focused on the 

Recruitment/Talent Management Industry. The following sections will examine the 

Global and Indian Management Consulting Market, followed by a Global and Indian 

overview of the HR Consulting Industry Market.  

Management 
Consulting

Strategy Consulting

Mckinsey & 
Company, Accenture-
Strategy,BCG, Bain & 

Company 

Operations 
Consulting

Deloitte, IBM, PWC, 
Accenture

HR Consulting

Mercer, Tower 
Watson, Gallup, Aon 

Hewitt
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1.2.4 At Glance - Global and Indian Management Consulting Industry Market 

Management consulting organizations undertake processes where human capital is the 

major input. They make available the knowledge, skills, and expertise of their employees, 

often on an assignment or project basis. An individual or team is responsible for delivering 

services to the client. 

The global management consulting market expected to reach a value of nearly $147 billion 

in 2018, having grown at a compound annual growth rate (CAGR) of 8.16% since 2014, 

and is expected to grow at a CAGR of 10.6% to nearly $1,460.2 billion by 2022. 

Figure 1.3 -  Global Management Consulting Market, {Source: www.consultancy.uk} 

According to Beroe Inc., the global management consulting industry is expected to 

continue growing at a rate of 4-5 percent, a procurement intelligence firm. Operations 

Consulting holds the largest market share of 28.4 percent within management consulting 

and is growing at a rate of 3-4 percent, followed by Financial Advisory with market size 

of 28 percent and 4-5 percent growth. 

The market size in North America is estimated to be worth $109 billion. It is growing at 

a rate of 3–4 percent annually, followed by Europe, estimated at $107 billion, with an 

annual growth rate of 3–4 percent. The Middle East market, values at $3 billion, is the 
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fastest-growing, with a yearly growth rate of 9-11 percent, followed by the APAC, valued 

at $44 billion, growing at 6–7 percent annually.  

According to the Associated Chambers of Commerce and Industry, the Indian consulting 

industry is expected to record revenues of Rs. 27,000 crores by 2020. One estimate says 

that between 500 and 600 high-value consulting contracts worth $250 million to $300 

million are awarded every year by Indian companies, including 30 or 40 projects worth 

over $2 million each. 

Over the past decade, India has emerged as one of the fastest-growing consultancy 

markets worldwide and one of the fastest emerging service sectors nationally. This is 

attributable primarily to increased investment activities due to the liberalization of FDI 

inflow, entry of many new players into the Indian market, high growth in most critical 

sectors, and India is an emerging economy and a low-cost sourcing destination. 

1.3 HR Consulting Industry 

Human resource (HR) consulting, also referred to as human capital advisory or HRM 

consulting, spans their role of advising and implementing activities related to managing 

an organization’s human capital, the HR function, and organizational culture. The scope 

of services ranges from overarching work on Recruitment of talent, human capital 

strategy to the design and deployment of a compensation & benefits framework, down to 

the transformation of the HR function. 

1.3.1 Evolution of HR Consulting Industry: 

HR Consulting is old from the ancient era, Arthashastra, the ancient Indian literature 

written by the world’s first recorded Management Consultant Chanakya, who lived in 

350-383 BC, and academician and advisor Chandragupta Maurya in the management of

his leadership over his reign. The scripture is replicated with economics, politics, and 

human resources. The fundamentals of consulting have not changed over the years. 

Organizational needs and purpose as successful organizations have remained the same in 

building organizational culture, creating systems that endure, developing leadership and 

human potential, articulating and documenting organizational knowledge like job 

descriptions, policy manuals, competencies, etc. We can currently find no change like the 
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human interface between the client and consultant, where the exchange is of knowledge, 

expertise, and solutions that endure implementation challenges. 

The 1980s till the current date represents a period when Human resource Management 

has seen major paradigm shifts. It is incepted from trade union and Industrial relations 

advocating win-win welfare-oriented management policies. A proactive, positive 

discipline approach to mutually beneficial Organization and Employees has become a 

dominant role in the HR professional’s portfolio. The radical shift can be seen in the early 

1990s with the technologically advanced exponential advent of globalization when 

Human Resources’ role was limited to building human capital and shifted to align with 

business needs. Some things have changed in HR professionals’ actual content today and 

new HR concepts like Job Satisfaction, Employee Engagement, Employee well-being, 

and many more. The prioritization of practice domains in HR contexts created by 

competition, technology, and globalization. In the year 1997, Dave Ulrich presented in 

his book ‘Human Resource Champions’ the model for an HR system or an HR line 

function; this model is not limited to the corporate organization but also in the HR 

consulting industry, see figure below 

Figure 1.4 -  Dave Ulrich’s Model for HR Role, {Source: www.forbes.com} 

HR Consulting Industry is an extended branch of the mainstream of the Management 

Consulting Industry. Management Consulting came appreciated as a profession; in the 

early 1900s, there has been a focus on its human/people aspects. Be it the grassroots 

workers or Mangers to get in the early 1900 or the importance laid on these human 

organizational assets' working conditions and meaningfulness to retrieve the same 

performance. Thus, businesses have always been people-oriented, but it’s only been in 
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the past few decades that Human Capital is identified as the key driver of organizational 

success, making the technology and financial resources of secondary importance. The 

workforce’s dynamics and the increasing complexity of organizational needs have 

radically changed how an organization operates its human resources operations. 

1.3.2 Role of HR Consulting in Modern Business: 

HR Consulting is knowledge of Human resources, additional value, and program support 

for solutions that increase the client’s Human assets value.  HR Consulting firms provide 

consulting services or give more specific advice, suggestions, and expert opinions in the 

Human capital area. You have just determined and for which they have the expertise. By 

default, HR consulting services give a comprehensive approach to solving clients’ HR-

related business problems. The nature of these issues are ambiguous differing business to 

business, and for finding the best solutions for the client, it is necessary to do a detailed 

study and exhaustive analysis of the causes that have led to the same, so per the findings, 

experience and real opportunities to find the best outcome. Appropriate use of HR 

consultants’ expertise to amend the corpus of knowledge expertise within the 

organization has become a method of revamping organizational effectiveness and 

competitiveness.  HR Consulting can be vividly interpreted and a guide for organizations 

in a particular area with insufficient knowledge or human features. The necessity of 

timely response imposes today’s conditions because it is most important to react in time. 

Any delay gives rise to more problems, so consulting helps organizations wander in 

looking for solutions. 

1.3.3 At Glance - Global and Indian HR Consulting Industry Market: 

Human resource consulting services are estimated to be worth $31 billion, representing 

approximately 10% of the total global consulting market, making it the smallest of the 

six main industry segments. According to analysts, during the crisis years, HR consulting 

was one of the chief casualties within the consulting industry’s recession – spending on 

human resource consulting contracted by 10% or more in mature geographies. Since 

2011, growth levels have been restored, and HR consulting services’ revenue has risen 

around $1 billion per year. Annual growth percentages vary between 3.6% and 4.5%, 

with the most recent years showing better performances. A research report by Technavio 
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(2017), a global technology research and advisory company, predicts that the compound 

annual growth rate (CAGR) in the worldwide HR consulting services market will be 6% 

during the next five years. According to the Grandview research (2020) report, the global 

human resource management market size was valued at USD 16.01 billion in 2019 and 

is expected to exhibit a CAGR of 11.7% from 2020 to 2027. In the coming years, 

spending on HR consultants are forecasted to continue to grow on the back of prominent 

trends in the human capital domain such as an ageing workforce, continued mismatch on 

the labour market, the rising impact of diversity /inclusion, and the need to bring 

employee capacities in line with 21st-century skill sets. 

The industry of HR consulting services in India has been around for more than three 

decades. India’s service sector grew in eminence and steadily emerged as the national 

GDP’s biggest pie.  However, the HR consulting industry driven by brick-and-mortar 

businesses and conventional delivery models has fallen behind compared with other 

highly mature service sectors and the global market. Over the last few years, the HR 

industry has witnessed some radical evolutionary leaps led primarily by technology and 

outsourcing, boosting domestic homegrown multinationals’ growth.  

Figure 1.5 - Areas of HR Consulting, {Source: author’s creation} 

In 2000, India saw the HR Consulting business’s emergence when foreign national 

companies started outsourcing their HR activities. India being the source of 

comparatively less expensive resources, was ideal for rerouting operational activities. 

During this time, small HR Consulting firms started setting up in India like Mafoi. By the 

time these firms began flourishing in the industry, the competition had already arrived in 
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multinationals such as Mercers, Deloitte, and PWC. India has a large number of mid-

sized and small firms. So far, most of the Consulting firms in India have Recruitment, 

screening, background check, payroll as their prime offerings. But the times are changing, 

and we see many firms putting their best expertise forward into other dimensions of 

Consulting such as compensation & benefits, training, and other behavioural aspects of 

one’s organization’s human capital. As shown in the above figure, HR consulting areas 

are provided. As per the current study’s purview, we shall discuss recruitment consulting 

firms popularly known as Staffing companies and Talent Management firms. 

1.4 Recruitment Industry: 

Recruitment Organizations, often referred to as Manpower supply agencies, retained 

search firms, Recruitment consultancy, temporary staffing agencies, contingency search 

consultants, and executive search firms, have provided recruiting services to employers 

for decades. The terms define recruitment Organizations as a professional service paid by 

other companies to find a suitable Employee for the organization. When it comes to 

finding a job, recruitment agencies play a significant role. Busy companies will often 

outsource their Recruitment needs to particular agencies that will take care of shortlisting, 

interviewing, and reference checking. The companies hire recruitment consultants to 

fulfil a specific position within their organization. 

Devi. S (2017) cited an article in financial times - defining recruitment organizations as 

businesses that work for organizations to find people for jobs when they need them. 

Cecilia J.MCMillian-Edwards, BS, AAS Director of Human Resources at IBEX Global, 

his approach to today recruitment process starts building employer brand, 

Communication of employee value proposition, and ongoing relationship with targeted 

talent segments. Adding to a citation, Ryan (2015) shares his view as “I heavily over-

invest in recruiting. I understand with individual search firms that if you find someone 

great, don’t wait until a job opens-send him to me.” Today’s scenario is catching up on 

talent and making it applicable to the organization.  

In their work, Abdullah et al. (2013) mentioned, Zulkifli Musa (2008), recruitment 

agencies come with different specialities. For example, top-notch multinational agencies 
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like Korn/Ferry, Boyden, Spencer Stuart, and Russell Reynolds, which are called 

headhunters, only work with some of the world’s largest companies and hire top 

executives CEOS, CFOs, Managing Directors, and so on. Middle-level agencies handle 

Recruitment for middle-level managers and senior executives, such as Kelly Services, 

Manpower, and Adecco, which have offices scattered worldwide. They offered temporary 

Recruitment, contract, and payroll services. 

1.4.1 Evolution of Recruitment Industry: 

The earliest evidence of Recruitment and hiring is in the history of imperial 

China. Imperial exams were a way of recruiting civil service candidates during the Han 

dynasty era around 1500 BC. These were considered one of the most arduous assessments 

for centuries and often termed ‘exams from hell’ by the Britishers—the evaluation scale 

and its positive impact on hiring excellent talent. The Queen’s army adopted this ideal 

method of hiring exceptional skill when it went to the United States of America. 

Another evidence, Recruiting began with the military and dated back to ancient Egypt, 

Greece, and Rome. However, the modern recruiting industry’s birth did not take place 

until the 1940s due to WWII. Recruitment agencies began to advertise for workers who 

were not obligated to military services to fill the workplace’s vacancies left by those 

called to duty. The end of the war led to an influx of workers returning from the army, 

many with new technology fields. Headhunting companies became popular as a response 

to the growing workforce. Recruitment agencies worked in service of those seeking 

employment until the strong economy of the 1970s led to a shift from working for the 

employee to the employer. Savouring a period of prosperity and growth, large 

corporations began outsourcing their hiring efforts to recruiting companies. Because of 

IRS employment taxes, recruiters only made placements for full-time executive positions. 

The Recruitment industry continued to operate in this way until labour laws began to 

change, and the line between employee and independent contractors was blurred. In 1986, 

Congress exempted a safe harbour for individual technical workers, affecting how 

engineers, drafters, system analysts, designers, computer programmers, and other 

professionals in similar work lines were classified.  
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In 1945, Post the capture of Eagle’s Nest, the soldier returned home. Millions of people 

had immense skills, but there were no jobs. Recruitment Agencies came forward again as 

the saviour; they asked these soldiers to create a resume, sharing all details of their skills. 

These resumes were shared with industries across the state based on their requirements. 

Recruitment agencies played the role of the bridge by helping fill between candidates and 

industries. 

With the increase in globalization and industrialization, consumerism, and economic 

growth, the need for the right talented workforce increased. While these agencies were 

helping candidates by looking for the right kind of job, they realized it made more sense 

to hire candidates for companies—candidates who had special skills and were required 

for a particular industry, at this time when recruitment agencies started to collaborate with 

industries and companies to hire the candidate for them specifically. They get job 

requirements or job descriptions, post them on media and job boards, interview 

candidates, and hire the right candidate from the pool of candidates. 

In the 1980s, database and online storage were introduced to the companies, giving them 

an ample supply of candidates interested in working. The vast database and suitable 

candidates could be found within a few minutes, making it easy for companies to invite 

them to the hiring process. 

In 1994, the first public job search engine went live. Monster.com incepted, where job 

seekers could search the job database with the web browser. Monster disrupted the 

recruitment industry with its vision and ease of use. With the explosion of job boards and 

the movement of Recruitment from print media to online channels. Unlike Monster, the 

online explosion boards gave recruiters new reach to candidates’ global market. With e-

recruitment agencies helping globalize, a new requirement solution to automate the 

available database came into existence, giving way to the ATS (Applicant Tracking 

System). By the end of the 1990s, the Application Tracking System became a buzz 

industry term. The principal function of an ATS is to provide a central location and 

database for a company’s recruitment effort where the complete information from 
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sourcing to hiring for the candidate was available. Most e-recruitment agencies decided 

to upgrade themselves to evolving requirements, converting them into a fully automated 

recruitment solution. 

Rise Web 2.0 and the growth of social media and mobile technology, the recruiter’s ways 

to approach candidates changed. Now Social-media recruitment has become a new trend. 

Recruiting companies float Twitter/Facebook post with a URL link to the job description 

was shared with the candidates, along it deals end-to-end recruitment cycle via social 

channels. 

Figure 1.6 -  Evolution of Recruitment Industry, {Source: Author’s Creation} 

A fixed recruitment process would process a resume with an intelligent system that 

screens candidate performance. An automated system evaluates their knowledge without 

bias and hires the right candidate from social media. 

1.4.2 At Glance – Global, Indian and Gujarat State Recruitment Industry Market 

The Global HR and Recruitment Services industry market relies on organizations’ 

demand for and outsourcing recruitment processes and human resource (HR) 

management activities. Performance of the Industry performance depends on major 

markets’ economic conditions and the effect these conditions have worldwide. Growth 

during the period has been relatively stable as global business sentiment has grown in line 

with improved macroeconomic conditions. However, international investment patterns 

are expected to have hindered industry performance. Over the next five years up to 2024, 
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the industry will likely benefit from furtherance in developed and developing nations’ 

labour markets and the continued growth of emerging markets. However, sudden declines 

in demand for labour may pose a significant threat. Organizations in this industry provide 

Recruitment services, outsourced human resources, and employment placement services. 

These services include selecting and placing permanent and temporary staff, employee 

leasing, listing employment vacancies, and outsourcing management of personnel-related 

administrative functions, such as payroll and employee benefits administration. 

According to E. Mazareanu (2019) in statista.com, in 2019, the global staffing industry 

is expected to generate revenue of just over half a trillion US dollars, following five years 

of continuous growth. The largest segment of this industry is staffing agencies, 

comprising around 86 per cent of the market in 2017; recruitment services constitute the 

remainder. 

QY Research has recently come up with a new report titled, “Global Recruitment 

Industrial Chain Market: Insights, Growth Trends and Competitive Analysis 2025,” for 

the estimated period of 8-years, i.e. during 2017-2025. This market has witnessed stable 

growth and development for the last few years. The global recruitment market is likely to 

exhibit revenue growth by 1.5x between 2017 and 2025. The global recruitment market 

was valued at US$ 215.68 Bn in the year 2017 and is predicted to reach more than US$ 

334.28 Bn by the end of the forecasted period, expanding at a moderate CAGR of 5.63% 

throughout the forecasted period. 

KD market research (2019) provides a forecast for the global Recruitment Market for six 

years, i.e. between 2018 and 2023. The market will register an 8.9% CAGR during the 

forecast years in terms of value. The market is anticipated to reach USD 1,147.8 Billion 

by the end of 2023 from USD 642.8 Billion in 2017. The development of new recruitment 

solutions by various companies is believed to impel the recruitment market's growth. 

Other significant increase driving factors of the market include growing global GDP and 

expanding multiple sectors worldwide. 
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A report named” Global Recruitment (Staffing) Market: Insights & Forecast with 

Potential Impact of COVID-19 (2020-2024)” by global newswire (2020), The global 

staffing industry is highly fragmented with many market players operating worldwide. 

Such players’ strong performance has brought considerable growth in the overall staffing 

market over the years. However, the COVID-19 outbreak affects the global economy 

because of the government bodies’ social distancing measures to control the pandemic 

situation. The situation might affect the staffing industry’s growth during the initial phase 

of 2020-2024. But once the economy starts recovering, it would stabilize the global 

recruitment market’s growth, owing to the demand for a skilled workforce from different 

sectors. 

Internationally, the HR industry has been a developed formal service line for 60 years. In 

India, domestic companies are going global -, and an increasing number of multinationals 

make a beeline to it - that has had a direct impact on the industry. Globalization alone has 

brought in players who carry audit responsibilities similar to those in more developed 

sectors like information technology or accounting. In India, the recruitment market is 

maturing further. Major players like Adecco-People one and Manpower have stretched 

their network to 30 cities across India. 

Recruitment demand has been increasing from banking, insurance and the financial 

services industry, but more has emerged from telecom, retail, ITeS and manufacturing. 

While this industry is globally a $200-billion industry, it can be a $2 billion industry 

within three years in India. The current 140,000 temporary staff in the country will rise 

to one million by then. With a United Nations projection of the Indian average age at 29 

years by 2020 (compared to 37 years with China and the US, 45 years in West Europe 

and 48 years in Japan), the industry is propelling to tap its human potential. Since India’s 

recruitment industry is still in its nascent stage, it is mostly unorganized. Considering the 

opportunity size, A billion people, of which an estimated 350 million go to work every 

day—adding to this an economy at a robust 8 per cent. 

According to people matters (2013), In India, recruitment services started about 20 years 

back when the economy got liberalized, and there was a sudden spike in demand for 
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talent. More than 99% of the industry’s 20,000 players comprise niche or boutique firms, 

which operate either in one city, one sector, or one client. The last five years have seen 

prominent homegrown players and most renowned global players establishing a sizeable 

presence. The recruitment market, globally and in India, is dominated by Recruitment 

that comprises around 75% of the market. Recruitment is a large volume business with 

thousands of people employed in this segment. However, temporary staffing in India is a 

relatively new phenomenon and has been around only in the last 12-13 years. The 

Recruitment industry is valued at an estimated Rs. Sixteen thousand crores and the 

permanent recruitment business is valued at approximately Rs—4,000 crores in India. 

The permanent recruitment segment includes recruiting, contingency and executive 

search and comprises about 15% of the market. 10% of the market comprises recruitment 

consultancy services, including assessments, salary benchmarking services, and 

satisfaction surveys. Technology companies, including portals, constitute the remaining 

5% of India’s recruitment market. 

1.4.3 The Macroeconomic Environment of the Recruitment Industry within India: 

The Indian recruitment industry’s fundamental role is to increase productivity by 

efficiently matching job seekers with job opportunities. The industry’s performance 

relates to a range of macroeconomic, sectoral and demographic factors that drive supply 

and demand conditions in the labour market. This section explores the role of a range of 

economic drivers on the Indian recruitment industry’s performance. This section includes 

a brief overview of Indian economy sectors, i.e. Manufacturing and Service sector, the 

Role of Employment in both sectors and other macroeconomic drivers, which gives the 

recruitment sector enormous opportunities to flourish. 

1.4.3.1 Overview of An Indian Economy and its significant sectors: 
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Table1.1 - State-wise industrial sectors, {Source: Author’s compilation} 

India has emerged as the fastest-growing major economy globally. It is expected to be 

one of the world’s top three economic powers over the next 10-15 years, backed by its 

healthy democracy  

and partnerships. According to a NASSCOM report, India has retained its position as the 

third-largest startup organization globally with over 8,900-9,300 startups, with about 

1,300 new startups being founded in 2019. India also witnessed seven unicorns in 2019 

till August, taking the total tally up to 24. According to a study by ASSOCHAM and 

Thought Arbitrage Research Institute, India’s labour force expected to touch 160-170 

million by 2020,  based on population growth, increased labour force participation, and 

higher education enrolment, among other factors. According to the data by RBI, India’s 

foreign exchange reserves were Rs 33.98 lakh crore (US$ 476.09 billion) in the week up 

to February 14, 2020. 

A. Manufacturing Sector:

India’s manufacturing sector is the largest organized sector of the Indian economy. More 

than 30 million people are employed by the industry (organized and unorganized) and 

become a power source to indulge a large semi-skilled workforce. The sector will propel 

growth  

In rural areas with approximate 5 million manufacturing units currently operating, this 

will serve the rural regions’ new generation.  India’s Manufacturing sector contribution 

comes Majorly from 14 states, which can be classified into 3 clusters, i.e., developed 

Clusters States Industries 

Developed 

Cluster 

Gujarat, Maharashtra, 

Karnataka, Tamilnadu, Haryana 

Automobile, Engineering, heavy 

tools, Pharmaceutical, 

Chemicals, Textiles, Diamond, 

Oil & Gas 

Developing 

states 

Himachal Pradesh, Uttarakhand Sugar Mill, Cement, FMCG, 

Electrical Items, Agro-based 

Industry, Plastics, Packaging, 

Pharmaceutical 

States with 

significant 

contribution 

Rajasthan, Uttar Pradesh, 

Madhya Pradesh, Odisha, 

Bengal, Andhra Pradesh 

Leather, Chemical, Fertilizers, 

Iron and Steel, Heavy 

engineering, Tea Industries, 

Aluminum, cosmetics, auto parts 

25



states, developing states, and states with significant contribution to nation GVA for the 

specific sector. The below data shows the foothold of India’s manufacturing sector. 

Figure 1.7 -  Statewide manufacturing sector overview {source: Author’s compilation – 

indiastat.com, mospi, http://www.dcmsme.gov.in/} 

The Share of the Indian Manufacturing Sector in Gross Value Added during the last three 

years is given in the table below: 

GVA of Manufacturing at current basic Prices (US Billion) 

FY16(TE) FY17(SE) FY18(FE) FY19(FAE) 

327.86 347.18 380.84 395.89 

Table 1.2 – GVA of the manufacturing sector, {Source: Ministry of Statistics & 

Programme implementation (TE- Third revised estimates, SE – second revised estimates, 

FE – first revised estimates, FAE – first advance estimate} 

According to the ibef (India brand equity foundation), the government aims to achieve 25 

per cent of GDP share and 100 million new jobs in the sector by 2022. Also, McKinsey 

analysis finds that rising demand in India, together with the multinationals’ desire to 

diversify their production to include low-cost plants in countries other than China, could 

together help India’s manufacturing sector to grow sixfold by 2025, to $1 trillion, while 

creating up to 90 million domestic jobs. Hence, with an emerging demand for industries 
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that leads to significant job creation across the country, recruitment firms need to assess 

and place appropriate talent.  

Table 1.3 -  Growth of sector-wise, {Source: Implications of NMP (National 

Manufacturing Policy) in per cent, Source: Singhi, M.C. and Rajeev Malhotra. (2012), 

Accelerating Manufacturing Growth. (Ed.) A Policies for India’s Development: Critical 

Decade, Oxford University Press, Pp 227.} 

B. Service Sector:

In economics, Services are functions or tasks performed by an individual or group of 

individuals to generate profit or revenue. The services sector comprises a broad spectrum 

of service providers throughout the Country. Economic Survey, 2011-12 observed that 

“The services sector has been a major and vital force steadily driving growth in the Indian 

economy for more than a decade. The economy has successfully navigated the turbulent 

years of the recent global economic crisis because of the vitality of this sector in the 

domestic economy and its prominent role in India’s economic interactions”. 

A well-functioning service sector plays a vital role in the economic growth of 

contemporary developing countries, like India, where the service sector is growing at a 

higher rate outpacing the agriculture and the manufacturing industry. With a share of 

54.17 per cent in India’s gross value added, the services sector added continued to be the 

key driver of India’s economic growth contributing almost 72.5 per cent of GVA growth 

in 2018. And expected year on year growth of 12.75 percent in the 2018-19 The growth 

in services exports and net services were robust at 16.2 per cent and 14.6 per cent 

respectively in H1 of 2017-18. The government has taken many initiatives in the different 

services, including digitization, e-visas, infrastructure status to Logistics, Start-up India, 

schemes for the housing sector, etc., which could further uplift the industry. As of 2018, 

34.49% of India’s employed population worked in the service sector. 

Sectors Avg. 

growth in 

2005-06 to 

2010-11 

Avg. Shares 

in 2005-06 to 

2010-11 

Avg. 

growth in 

2011-12 to 

2021-22 

Avg. Shares in 

2011-12 to 

2021-22 

Primary 3.76 18.62 4 9.91 

Manufacturing 9.35 15.82 14 25 

Services 9.92 65.55 8.6 65.09 

GDP at Factor Cost 8.62 100 9 100 
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India is the world hub’s digital capabilities comprising 75 percent of global IT talent. 

India has an attractive economy to grow the sector in leaps and bounds. Firstly, 

government “startups” initiatives create an entrepreneurial environment and fill the 

innovation. Secondly, India’s has reasonably well-developed financial markets, and 

comparatively, low setup costs make this sector more attractive. Hence all these above 

factors serve as great opportunities for both entrepreneurs and investors. Apart from these 

sectors, India’s fast growth rate is called the Emerging Sectors. The government has 

identified 12 sectors under the Champion Services Sectors Initiative, aiming to formulate 

cross-cutting action plans to promote growth. Consultancy, Trade, Hospitality & 

Tourism, Port services & Shipping, Storage services, Construction, Telecom & telecom 

related services, Real estate, Accounting & Auditing Services, Research & Development 

and Legal Services. This study focuses on the Consultancy sector on a broader spectrum 

in upcoming sections. The Share of Indian Service Sector in Gross Value Added during 

the last three years is given in the table below: 

GVA of Manufacturing at current basic Prices (US Billion) 

FY16(TE) FY17(SE) FY18(FE) FY19(SAE) 

1005.30 1095.05 1285.14 1294.41 

Table  1.4-  Service sector GVA, {Source: Ministry of Statistics & Programme 

Implementation (MOSPI) (TE- Third revised estimates, SE – second revised estimates, 

FE – first revised estimates, SAE – Second advance estimate} 

1.4.4 Employment Scenario in Manufacturing and Services Sector: 

 

The manufacturing sector holds a key position in the Indian economy. It nearly 

contributed 29.73% per cent of the GDP FY2018-19 and employed about 24.47% of the 

country’s total human capital. There is a strong growth outpacing overall GDP growth 

since the last few years. The demographic dividend will play a key role in employment. 

It will present a large pool of young and working-age talents that will harness the greater 

productivity contributing to the nation’s economy. Even today, India’s large population 

remains still resides in rural areas. The service and Manufacturing sector employs nearly 

52.9% of the people, contributing around 84% in overall gross value. Furthermore, the 
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majority of them are unskilled or informal workers. There is also a significant difference 

between skilled workers and ordinary unskilled workers. 

Figure 1.8 -  Employment in major economic sectors, {Source: Business Standard} 

India stands as one of the leading economies because of its Service sector growth. It is 

one of the larger portions of the Indian economy regarding employment potential and its 

contribution to national income. The liberalization policy led to uplifting finance, 

transport, communication and other service industries, including in-service hotels and 

restaurants. Additionally, the increase in demand for health and education also led to 

expanding these sectors. According to the ILO, “Service sector employment is rising 

steadily. The services sector in the future provides about 70 per cent of the new job 

opportunities in the economy as the share of agriculture in total employment is already 

falling.” In the coming years, the share of services would increase. 

1.4.5 Major Economic growth Drivers for the Recruitment Industry: 

This section will discuss the major economic drivers that open the recruitment industry’s 

opportunities to flourish in an Organized sector. According to the Indian Staffing 

Federation, the staffing industry’s apex body, at present, the sector comprises 15 leading 
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firms that account for Rs 270 billion in revenues and is poised to grow at 12 percent this 

year and 10 percent in the next year. The major growth drivers are as follows: 

Drivers Manufacturing Sector Service Sector 

Demand 

Huge domestic market with a 

rapidly increasing middle class 

and overall population. By 2030, 

the Indian middle class is 

expected to have the second-

largest share in global 

consumption at 17 per cent. 

India is a market leader in the 

export of software services.  It 

has a 55 per cent share in the 

US$ 185-190 billion global 

sourcing market in 2017. India 

is also becoming a world 

destination for medical tourism 

due to comparatively cheaper 

and quality healthcare. India is 

flourishing in tourism as well, 

earning Rs 1,84,971 crore (US$ 

28.70 billion) from tourism in 

2017-18. 

Investments 

Investments in the Indian 

manufacturing sector have been 

on the rise, both domestic and 

foreign. Gross Fixed Capital 

Formation, which represents net 

investments in fixed assets, has 

grown 10.44 per cent annually 

between FY16 and FY18PE. 

Most sectors are open to 100 per 

cent FDI under the automatic 

route. 

The services sector is the largest 

recipient of FDI in India, with 

inflows of US$ 74.14 billion 

between April 2000 and March 

2019. One hundred per cent FDI 

for any regulated financial 

sector activity under the 

automatic route. 

Competitive 

Advantage 

Increasing share of the young 

working population in the total 

population considering a 

demographic dividend.  

A resource-rich country with the 

fifth-largest coal reserves 

globally and immense potential 

for renewable energy like solar 

and hydro, ready to meet the 

growing industry’s needs. 

A large pool of skilled 

workforce, especially in IT & 

ITeS available at a relatively 

low cost and a rapidly 

increasing youth population 

looking to migrate from 

agriculture to other sectors. 
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Policy Support 

Initiatives like ‘Make in India’ 

and sector-specific incentives to 

various manufacturing 

companies aiming to make India 

a global manufacturing hub. Skill 

India, a multi-skill development 

program, has started to equip the 

workforce with the necessary 

skills. 

The government of India is 

working to remove many trade 

barriers to services and tabled a 

draft legal text on Trade 

Facilitation in Services to the 

WTO in 2017. The government 

promotes necessary services and 

will charge zero tax for 

education and health services 

under the GST regime.  

Technology & 

Infrastructure 

India has embraced digital technologies to achieve the target of 

becoming a global manufacturing hub. The global manufacturing 

landscape is being transformed by digital technologies such as the 

“internet of things”, and robotics collectively called “Industry 4.0”, 

Which will ultimately result in Huge efficiency and productivity 

gains are being realized through cost reductions, quality 

improvements, customization and a quantum leap in performance. 

Human 

Resource 

In the world’s fastest-growing economy, the sheer scale of resources 

and youth of the working population mean HR in India is setting a 

global preset. When India’s Prime Minister Narendra Modi 

announced his vision for the country’s future in 2018, he declared 

that HR in India would be manufacturing to China. Unlike any 

profession, HR has its challenges. Still, the drive for development 

creates an opportunity for the profession to assert itself as the 

deciding factor between good and excellent business practice. 

Beyond Training and Development, other core HR functions like 

Recruitment and onboarding, employee engagement and retention 

are challenging. When one job opening attracts tens of thousands, 

perhaps hundreds of thousands of applications, speed and efficiency 

must be matched with accuracy and quality. Hence, it gives a sheer 

scale opportunity for Recruitment/Staffing firms across the nation. 

Table 1.5 - Economic Growth Drivers for Recruitment Industry, {Source: ibef.org and 

authors inputs} 
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1.4.6 Gujarat – Recruitment Industry Market 

The Recruitment industry is still into unorganized/Informal sector in India, so as in 

Gujarat. According to National Commission for Enterprises in the Informal Sector 

(NCEUS) defines unorganized industry as “The unorganized sector consists of all 

unincorporated private enterprises owned by individuals or households engaged in the 

sale and production of goods and services operated on a proprietary or partnership basis 

and with less than ten total workers”. There is no absolute relevant data found for the 

Recruitment Industry in Gujarat as there is no governing body for Recruitment 

organizations, an association named ERA (Executive Research Association) has 31 

Recruitment Organizations (as of Dec 2019) across Gujarat, which deals with Recruiting 

services and other Talent Acquisition service. Hence, it can be stated as a limitation of 

study. But the State of Gujarat has an attractive significant investment in large industries 

due to its unique geographical and sociological conditions. 

And along with the state with high-quality human resources, it can also be the best suited 

for the professional and service industries. Gujarat has already shown its leadership in 

traditional service sectors like banking, insurance, transport and communication. Now 

there is good untapped potential in higher education, tourism, information technology, 

software development etc. Gujarat has achieved unparalleled growth to an extent in 

literacy, health care, living standards, women employment etc. Recruitment Service is an 

area with good opportunities for development in Gujarat. It is imperative to explain the 

nature and process of Recruitment services in specific important sectors relevant to the 

State of Gujarat.  

1.4.7 Role of Recruitment firms in the economy: 

The operations of the Recruitment organization echo the behaviour of an economy. 

Recruitment firms are a valued route into employment and play a vital role in enabling 

employers to respond flexibly to the dynamic business needs - and are more likely to be 

particularly important in allowing employers and employees to take full advantage of the 

upsurge. The recruitment industry creates jobs that would not otherwise exist and 

accelerates the number of jobs created once the economy recovers. India, as the fastest 

developing economy in the world with a huge advantage of its demographic dividend. 
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The recruitment industry plays a vital role in curbing unemployment and contributing to 

the Indian economy, an essential service sector rather than an emerging service sector. 

a. The recruitment Industry helps in dealing with Volatile situation:

Due to the COVID-19 pandemic, the recent economic downturn has called for a 

fundamental change in the recruitment process dynamics and exhibited significant 

incapability in existing talent management strategies that are often dependent on reliable 

short-term planning. Traditionally, employers have increased their use of temporary and 

staffing during these times. As the economy will begin to recover, employers scaled back 

their use of contingent talent and increased their permanent headcount. However, long-

term economic uncertainty opportunities appear to be changing employer behaviour. With 

the global economy entering into a long-term uncertainty of the current pandemic, any 

Manpower planning has become increasingly challenging. In such a scenario, flexibility 

has emerged as the need of the hour. The ability to quickly respond to volatility has 

acquired immense importance. The alternative to deploying Flexi staff enables 

organizations to adapt to this situation through comfortable human resource 

accommodation and assures them of on-time access to a pool of workers with required 

skills. 

b. Recruitment Industry is a pacer of the economic condition:

A number of studies have confirmed a direct correlation between GDP variations and the 

level of use of agency work (CIETT Economic Report, 2011). In years of growth, the 

supply and demand of Recruiters and Recruitment firms at large increase proportionally 

and diminish when the economy falters. As a precise indicator of the economic situation, 

the recruitment industry’s evolution is monitored as private Recruitment Organizations are 

the first impacted by the crisis. 

c. Recruitment Organization as a forecasting Indicator:

The Recruitment industry can quickly call upon a large pool of workers and provide 

Employers with appropriate workers to better manage competitive pressures. As a result, 

the recruitment industry is among the first to create jobs as soon as the economy recovers. 
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Employers first hire temporary staff to meet an increase in orders before recruiting 

permanent staff until the situation stabilizes. 

1.4.8 Role of Recruitment firms in Labour Market Intervention: 

There is observed colossal capital flows among developed countries and between 

developed and developing countries in globalization. Many countries have experienced a 

period of decline in growth rates and financial crisis, which has resulted in a volatility 

market that has generated a great deal of uncertainty about long-term planning in all 

sectors. The role that Recruitment intermediaries can play in such a challenging business 

environment and different services provided by the sector addressing the business 

requirements in a world of the volatile economic downturn is worth exploration. The 

following factors highlight the active role of Recruitment firms in the labour market:  

a. Recruitment organizations contribute to reducing unemployment, mainly by

serving as a stepping-stone into the labour market:

By serving as labour market intermediaries and improving labour matching with jobs, 

firms reduce unemployment - both short-term and long-term- and help people enter and 

re-enter the labour market. By rapidly placing recruiters on assignments, reducing the 

short-term unemployment rate - i.e. the period of inactivity between jobs-allows people 

to remain active, thereby enhancing their skills and experience and quickly finding a 

new job. Empanelling with a Recruitment firm allows the long-term unemployed to 

regain self-confidence, acquire new skills, expertise and demonstrate their capabilities 

to potential employers.  

b. Facilitates Labour Market mobility:

These firms Facilitate transitions and labour market mobility; hence, recruitment firms 

act as “transition agents”. Because they facilitate an individual candidate transition from 

unemployment to employment, from education to work, and provide a candidate with the 

skills relevant for future, permanent jobs. The industry also helps people move from part-

time to full-time employment, across various sectors, across geography guided by 

aspirations, preferences, needs or suitable opportunities. The industry‟s ability to identify 

new work opportunities also ensures that people remain gainfully employed and that 
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providing the skills training necessary for available jobs serves to smoothen both 

employers and employees’ process. Flexi work is an alternative that provides the first 

opportunity to the young workforce to acquire work experience, enhance their skill sets, 

and play an essential role in their transition from education to employment.  

Recruiting firms play a crucial role in helping companies gain the labour market’s 

efficiency. Given the increased dynamism of the workforce market and economic 

situations, this sector provides appropriate solutions that enable organizations to manage 

demand fluctuations by understanding their workforce needs accordingly. In the context 

of Employees,‟ Recruitment firms‟ help identify suitable and aspiring opportunities, 

which allows them to enhance their skill sets and experience and make them career-ready 

in a competitive business environment. 

c. Create new jobs and skills and ensure a better match between demand and

supply: 

Recruitment organizations create new jobs and boost employment. The sector creates 

jobs that otherwise would not exist and is particularly useful in placing under-

represented groups in society, thereby providing a way for them to access job markets 

and join the labour market as an Employee. In addition to job creation, the Recruitment 

industry also enables matching skills to market requirements and structural changes. The 

training provided by Recruitment firms helps re-skilling workers, allowing them to move 

from declining sectors to the ones where demand is high. It can also upgrade workers' 

skills and bridge the skill gap, ultimately resulting in the economy's skilled workforce. 

d. Allows companies to focus on their core business:

Recruitment firms reduce the burden by managing and coordinating all hiring and 

screening activities for companies, adhering to various legal compliance requirements, 

and dealing with multiple billing processes. The firms with the enormous networks of 

their branches have the expertise to provide customized and one-stop solutions to 

companies. They were hiring needs and working with them in managing human resource 

planning and risks. They can deliver results across all hiring-related issues, allowing 

organizations to explore growth and attain a competitive edge in the market. 
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e. Recruitment firms improve companies’ competitiveness:

To remain competitive, organizations must improve their response to the external 

environment by adapting their workforce and skills to changes in a competitive 

environment and focusing on their core business activities. The range of services 

proposed by recruitment firms answers these challenges.  

Hence, the above section covers the overall scenario at the macro level of the recruitment 

sector's industry-fit. The next section of this chapter will provide insights into recruitment 

and its definitions, the Need for Recruitment firms, current recruitment, Organizational 

and Employee Engagement in recruitment organizations, and the chapter summary. 
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Section 1B 

Overview - recruitment, definitions of recruitment, organizational 

culture and engagement in the context of Recruitment Professionals 



 

 

 

 

 

 

1.5. Recruitment: 

Recruitment is the end-to-end process of effectively sourcing, screening, selecting, and 

appointing the best-fitted candidate to the proper role. This entails filling in vacancies and 

predicting talent requirements, and proactively managing talent. Parry & Wilson (2009) 

stated that “recruitment includes those practices and activities carried out by the 

organization with the primary purpose of identifying and attracting potential employees”. 

 

Authors Definitions 

Raymond J. Stone 

(2005) 

Defines recruitment as the process of “seeking and attracting 

a pool of applicants from which qualified candidates for job 

vacancies within an organization can be selected.” 

Jovanovic (2004) Recruitment is a process of attracting a pool of high-quality 

applicants to select the best among them. 

Barber (1998) defines Employee recruitment as “practices and activities 

carried on by an organization to identify and attract potential 

employees.” 

Edwin B. Flippo 

(1979) 

Recruitment is searching the candidates for employment and 

stimulating them to apply for jobs in the organization. 

Table 1.6 - Definitions of Recruitment, {Source: Author’s compilation} 

1.5.1 Staffing vs Hiring vs Recruiting vs Talent Acquisition (TA) 

Terminologies such as staffing, hiring, recruitment, and talent acquisition are often used 

interchangeably. However, there are subtle differences between these terms. 

Staffing Hiring Recruiting Talent Acquisition 

(TA) 

A form of focused, 

often short-term 

hiring fulfils a 

specific 

requirement. It is 

operational with a 

short-term focus. 

She is filling a 

vacancy from a 

ready pool of job 

seekers. This 

method is tactical 

with a focus on 

short- to medium-

term goals. 

A medium-term 

focused, linear, and 

reactive approach 

to finding the best 

fit for a current job 

from a large pool of 

suitable candidates. 

The strategic, long-

term, and proactive 

process of finding, 

acquiring, 

assessing, and 

hiring candidates 

fills roles required 

to meet present and 

future 
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Table 1.7 - Recruiting and other related terminologies, {Source: Author’s compilation} 

1.6. Need of Recruitment Firms: 

According to LinkedIn, “The recruiting industry is undergoing pockets of disruption.” 

Finding the right job is as difficult as finding the right candidate for the job. People are 

struggling and so are the business. There appears to be a gap between a candidate's 

expectations and the organisations' expectations. The is directly proportional to the gap – 

something the country's existing recruitment infrastructure can’t seem to fix. This might 

be one reason why recruitment firms have sprung up in India. It is natural for recruitment 

firms to come into existence to reduce the gap between candidates and organizations. 

Hence, the scope is immense in a country where 12 million people are entering the job 

market every year,” says Francis Padamadan, the country director for Kelly Outsourcing 

and Consulting Group (OCG) in India. 

India's recruitment market has barely witnessed any changes in decades, as being an 

unorganized service sector. But the increasing demand for the right talent in business 

ecosystems sees this as a window of disruptive market opportunity and aims to seize it. 

According to Koirala, the co-founder of Venturesity, the Indian recruitment market's least 

disruption was 18 years ago when Naukri started in 1997. The global recruitment market 

witnessed a big shake-up 13 years ago when LinkedIn was started. Sandeep Mishra, 

digital marketing manager, i2india, believes that a disruptive market opportunity in the 

recruitment space and young recruitment startups are well-equipped to grab this 

opportunity. 

Sandeep Mishra, digital marketing manager, i2india, says The Indian economy is going 

through rapid changes creating jobs requiring highly specialized skillsets. By disrupting 

the market, billion-dollar companies are being built based on new technologies. For these 

new-age companies, speed and the proper execution of their business ideas translates into 

success. Developing the right team with the straight skill sets at the right time is key for 

scaling and growing the business. The Indian search and recruitment market are valued 

at US$800 million, with staffing agencies, job boards, and company HR departments 

organizational 

goals. 
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occupying a significant chunk of it. Between 2011 and 2013, India’s workforce increased 

from 393.1 million to 397.4 million, and millions keep adding to the force every year. 

Candidates have their preferences when choosing an organization, and they are 

comfortable with it. The diverse and vast labour market that we currently see in India 

offers more room to accommodate new entrants with different talent strategies and 

different ways of engaging with talent. India can easily absorb many recruitment firms if 

specialized and provide a niche for diverse talent. 

According to Linkedin’s India’s workforce report, 2018 gives city-level statistics for two 

of the major cities of Gujarat, i.e. Ahmedabad & Vadodara. 

 Sectors Trending top jobs Trending top skills 

 

 

 

 

 

 

 

Ahmedabad 

Software and IT Software Engineer, 

Business 

Development 

Executive, Android 

Developer 

 HTML, Javascript, 

Cascading Style 

Sheets 

 

Manufacturing Design Engineer, 

Project Engineer, 

Production Engineer 

Leadership, 

Management, 

Engineering 

Healthcare Project Manager, 

Quality Assurance 

Executive, Service 

Engineer 

Management, 

Pharmaceutical, Team 

Management 

Corporate 

Services 

Recruitment 

Consultant, Recruiter, 

Business 

Development 

Executive 

Management, 

Customer Service, 

Team Management 

Finance Relationship 

Manager, Credit 

Manager, Sales 

Manager 

Management, 

Leadership, Team 

Management 

 

 

Manufacturing Production Engineer, 

Design Engineer, 

Software Engineer 

 

Engineering, 

Leadership, 

Management 
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Table 1.8 - Job Trends {Source: Linkedin 

(https://economicgraph.linkedin.com/resources/linkedin-india-workforce-professional-

report-2018-h2/linkedin-india-workforce-professional-report-vadodara-2018-h1} 

Vadodara 

Software and IT Software Engineer, 

Technical Recruiter, 

Android Developer 

HTML, Javascript, 

Management 

Energy and 

Mining 

Mechanical Engineer, 

Process Engineer, 

Electrical Engineer 

Engineering, 

Management, Oil & 

Gas 

Healthcare General Manager, HR 

Executive, Quality 

Assurance Executive 

Good Manufacturing 

Practice, Leadership, 

Pharmaceutical 

Industry Knowledge 

Corporate 

Services 

Technical Recruiter, 

Recruiter, Software 

Engineer 

Management, HTML, 

Leadership 
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1.7. Current Recruitment Trends: 

The top trends impacting the workforce include flexible working hours, 

freelancing/contract/gig employment, remote working, evolving job roles, enabling 

technologies, and automation. In that order, said the "Future of Work" study by Kronos 

Inc., a leading Cloud solutions provider for human capital management. Before further 

assessing the current recruitment trends, it would be quite interesting to go through the 

quick statistics about recruitment.  

 

Time-to-hire: It takes an average of 27 working days to fill a new position. 

 

High Hiring cost: The average price per new hire has risen to $4000. 

 

Shortage of top talent: The best candidate is off the market within ten days. 

 

Poor candidate experiences: 64% of candidates share negative experiences 

while applying for a position, and 27% would even actively discourage others 

from using the same organization. 

 

Long hiring cycle: 60% of job applicants have quit an application process 

midway because duration exceeded their expectations. 

Impact of Unfilled position: Unfilled positions make 60% of employers 

concerned. 

 

Struggle to find top talent: 86% of most qualified candidates are already 

employed and seek job change. 

 

High expectations: 20.8% of recruiters find it difficult to deal with rising 

candidate demands. Negative employer branding: 55% of job seekers 

abandon applications after reading a negative review online. 

 

Table 1.9 - Recruitment Statistics, (Source: author’s compilation from Gallup, 

Bersin by Deloitte, talentnow) 

 

Today the recruitment industry is a 6-billion-dollar industry. The recruitment market has 

grown but had evolved into a very mature market despite being an informal sector. Here 

is a compilation of specific trends that will influence the Recruitment Industry and the 

demand for niche recruiters. Between 2016 and 2019, the need for recruiters grew by 

63%. It means that top tier recruiters will now be able to take their pick among the best 
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companies in 2020, making recruitment among the most valuable skills an HR 

professional could have. 

1. Recruitment marketing:

The process of nurturing and attracting candidates to your company using marketing 

methods and tactics. It is crucial in the current times because if employers want to hire 

the best talent, they need to empower recruitment through marketing. What recruiters 

need to do is start building cross-functional relationships, specifically marketing. 

2. Employer Branding:

With the increased demand for talent for many economic sectors in India, recruiters 

realize the significance and the positive impact a well-defined and consistently 

communicated employer brand can have in attracting top candidates. With senior 

leadership starting to take a keen interest in their companies’ employer brands, this is 

becoming a big priority. 

LinkedIn undertook research that revealed how candidates approach applying for work. 

Over 75% of candidates stated that an employer brand was a crucial factor they would 

actively research before applying. To illustrate how powerful employer branding can be, 

69% of those questioned claimed a negative employer brand would lead to rejecting a 

job offer, even if they were unemployed at the time. 

3. Social Media Recruitment:

It is a structured methodology of using social media channels like LinkedIn, Facebook, 

Twitter, etc. With social recruiting, employers can proactively search for potential 

candidates, build relationships and encourage them to apply. 

• A poll by TalentLyft confirmed the rise of social media as a tool for recruiting. A

staggering 94% of respondents claimed that they currently use, or plan to use,

social media for hiring, with 70% investing business development into the area of

social recruiting, making it a mainstay trend for 2020.

• According to Agency Central, around 9 in 10 recruiters appear on at least one

social platform. With 115,000 people currently working in the recruitment sector,

over 100,000 people working within recruitment appear on a social media

platform. An even more astounding statistic from Aberdeen Group shows that

73% of millennials found their last role on a social media platform.
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4. Employee Referrals: An internal method for finding qualified candidates through 

recommendations from the company’s existing employees. Employee referrals as a 

source of hire in India have grown in size and importance, especially last year. 

Reasons for this include the need to reduce cost per hire and get access to passive 

talent otherwise unavailable for recruiters. A prominent finding in the LinkedIn study 

was that India is leveraging employee referrals exceptionally well. They lead usage 

across the world, and well-managed employee referrals programs improve employee 

engagement and employee retention. 

 

5.  Analytics: Big data is an incredible buzz sweeping into every industry and became 

vital for businesses in gaining competitive advantage of all sizes. Unlike any other 

sector, recruitment integration with analytics has become an essential part of hiring 

decisions. 

 

• According to Aon Hewitt and People Matters, 65% of Indian companies now have 

dedicated team members for talent assessments, data analytics and technology. 

 

Recruitment firms need to build an in-house capability to drive data-based hiring by 

educating themselves on best practices, tools and techniques, and selecting the apt 

metrics. Apart from the above-discussed trends, there are many trends such as structured 

hiring, candidate relationship management, Inbound marketing, virtual reality, talent 

pools, and more. These are the five biggest recruitment trends that Indian recruiters need 

to look out for. 

 

1.8 Challenges in the Indian Recruitment Industry: 

 

According to various recruitment-related statistics, hiring top-quality candidates is the 

biggest challenge for recruiters and HR managers and economies. In this era of low 

unemployment rate coupled with changing dynamics needs of the job market, talented 

candidates are the absolute rulers, and the ultimate power rests in their hands. Today, 

candidates have the upper hand in selecting the organization they want to work for as they 

have multiple offers in writing. It creates an atmosphere of cut-throat competition among 

recruiters to pitch in the best candidates for their clients. 
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In this scenario, organizations are guilty of using traditional recruitment strategies and 

their inability to understand the candidates' changing aspirations, making the recruitment 

process even more ambiguous. 

The days are gone by when recruiters place a job description on job portals and daydream 

that the vacant position will be filled automatically. Today, there is a need for much more 

active participation. Below, the author has looked at the prominent challenges modern 

recruiters have to deal with, supported by relevant statistics. 

1. Fail to attract talented candidates:

In this candidate-driven market, where multiple recruiters are approached, it becomes 

challenging for recruiters to attract talented candidates. The top candidate you have been 

trying to reach might not be around when you finally decide to extend the offer after 

several weeks of interviews. Delay in the hiring process is failing the recruitment process. 

Therefore, recruiters lose out on top talent. Reducing time to hire also becomes 

challenging as recruiters simultaneously juggle multiple candidates. The follow-up 

interviews take a lot of time to set up. 

Table no. 1.10 Quick Statistics - Fail to attract talented candidates (Source: McKinsey, 

glassdoor, CareerBuilder) 

Quick Statistics 

56% of Recruiters say that they cannot make good hires due to a lengthy recruiting 

process. 

82% of Fortune 500 executives don’t believe that their companies recruit highly 

talented people. 

23% of Managers think that their current acquisition and retention strategies will 

work 

76% of Hiring managers think that attracting top talent is the biggest challenge. 

54% of employers currently have open positions for which they can’t find qualified 

candidates. 

35% of Employers have positions that stay open for 12 weeks or longer. 
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2.Retaining Millennials in the workforce for longer duration:  

Millennials are starting to foothold the work sphere as the baby boomers begin to retire. 

The peculiarity about millennials is that they love technology and tend to favour their 

personal needs more than their organisational expectations. They long for open 

communication in an organization & regular feedback from superiors and subordinates. 

The recruiters' challenge is that these Millennials tend to frequent job changes that 

increase their workload as they have to search for candidates for the same positions more 

frequently. That turns out to be expensive from a time and cost point of view. 

 

Quick Statistics: The increasing difficulty in retaining millennials 

21% of Millennials say that they changed their job last year. 

32% of Millennials said they are likely to leave their job within the next six months. 

42% of Millennials expect to change jobs at least every 1-3 years. 

76% of Millennials expect to change careers – not just jobs – at some point 

Table no. 1.11 Quick Statistics: Retaining Millennials (Source: Gallup, Jobsite) 

3. Struggling for balancing the recruitment speed with quality of hire:  

Recruiters face one of their biggest challenges in balancing the hire rate with quality of 

hire. Although you want to recruit a candidate as soon as possible, there is always an urge 

to get the best talent possible which usually takes time. Increasing the recruitment speed is 

perhaps one of the most challenging tasks for the recruiters. 

4. Efficiency during the recruitment process: 

Most of the recruiters vile away their valuable time by working on unnecessary and 

ineffective administrative tasks, resulting in duplication of functions. In particular, 

operations like sourcing potentially talented candidates and reviewing their resumes 

should take hours and not days. Many recruiters spend time on these administrative tasks 

to send a final selection to the client. This has led to the increasing use of applicant tracking 

API and software by recruiters. 
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5. Lack of adapting analytics in the hiring process:

Today, most recruiters are acquainted with using technology tools to their advantage but 

lack the effectiveness to use data. Recruiters need to employ the data to make better 

recruitment decisions and enhance their hiring processes. But it seldomly happens. 

Table 1.12 - Quick Statistics: Analytics capabilities, {Source: CIPD} 

To overcome the above challenges and keep up with current recruitment trends, recruiters 

play a vital role in providing best-fit talent to their client. Hence It is imperative to engage 

the recruiters of the organizations. Further part of the section shall brief about hiring the 

recruiters. 

1.9 Creating a positive organizational culture in Recruitment Organizations: 

Organizational culture has become a popular buzzword; organizational culture and its 

significance in employee engagement, recruitment and retention, team-building are 

gaining great consideration. Especially in the service-provider and consulting sectors 

such as Talent Management, architecture, engineering and construction, Hospitality and 

facilities sectors where there is a shortage of talented professionals, and baby boomers 

are retiring rapidly. Organizational Culture can make or break a hire, encourage 

engagement and productivity, or drive away top performers. Organizational culture is 

often described as the glue that holds an Employer and its employees together. It acts as 

a critical factor motivating employees to overcome challenges and get things done. 

According to the American Management Association, the benefits of a positive culture 

include Improved performance, Increased productivity, Better talent retention, and 

greater adaptability towards change initiatives. 

According to Frances Frei and Anne Morriss at Harvard Business Review: “Culture 

guides discretionary behaviour and it picks up where the employee handbook leaves off. 

Culture tells us how to respond to an unprecedented service request. It tells us whether to 

risk telling our superiors about our new ideas and whether to surface or hide concerns. 

Quick Statistics: Lack of Data Analytics capabilities 

Only 7% of HR professionals who have people analytics capability in their function 

optimises analytics usage. 
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Employees make hundreds of decisions on their own every day, and culture is our guide. 

Culture tells us what to do when the CEO isn’t in the room, which is, of course, most of 

the time.” Howards Stevenson says: “Maintaining an effective culture is so important that 

it trumps even strategy about creating and sustaining the organisational culture.”  

A good organizational culture is crucial for any business, so as for the recruitment firm, 

as it ensures your employees share similar values, they will work together better and look 

forward to work each day as a result. It’s not uncommon nowadays for candidates to 

prioritize job satisfaction and organizational culture over salary when looking for their 

prospective employer. A positive culture in an organization will attract new people to 

join. Still, it’ll also reduce the attrition rate, so these factors ultimately depend upon 

employee engagement level. They can have a significant positive impact on 

organizational performance. 

In a sales-driven environment like recruitment, instilling a positive culture can be an 

elaborate act of balancing, mainly when a business encourages your recruiters to be in 

line with competitiveness and achieve revenue targets. But creating a culture that 

recruiters feels the attachment to work in will encourage positive behaviours and a work 

ethic that will bring organization with better revenue and keep your recruiters engaged at 

the same time. To build a positive culture from day one, or Any recruitment organizations 

should consider the following factors: 

1. Organizational values and culture alignment:  

When creating organizational values, it should align with the kind of culture you want to 

see in your organization. Giving prime importance to the value like ‘the client comes 

first’ or “customer-oriented culture” might be not enough. It is required to imbibe those 

values that inspire the recruiters who work for the organization and nurtures an excellent 

environment for themselves and others to work in. Alignment client-focused values and 

something that will create a positive culture for recruiters (‘love your team and celebrate 

success, for example) so everyone in the organization knows that they whilst they’ll be 

expected to work hard, they should involve their time for “fun @ work” and rewarding 

events. Hence, if the team are bought into your values, they’ll instil culture too. The 

values chosen by the organization will attract like-minded people into the firm, and if 
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they adopt values, that recruiters can be a great culture fit. Which consequently leads 

nicely onto the next point. 

2. Hiring Selective/Culture fit Recruiters:   

Organizational Culture is about employees of the organization, and every hire will affect 

the culture. It can be said that a bad hire can harm a recruitment team: It reduces morale, 

lowers productivity, and affects the financial position. Hiring a recruiter who walks in, 

causes carnage then quits can be harmful to a business. Organizations look upon the 

employees who can do the job well, but it’s essential to hire employees who complement 

organizational values. It can be identified during interviews; ask how the candidate has 

demonstrated your values in his/her former workplace and find out what they liked or 

disliked about the culture in their last company. It will show how that candidate works, 

what makes them adaptive and if they will be an excellent cultural fit. Another way to 

hire for cultural fit is to look for the traits contributing positively to the current team and 

consider your potential hire has these traits. It is an excellent indicator of good culture fit 

if they possess those traits. 

3. Training and Development of new hires and existing Recruiters: 

 The organisation's training and development programs play a vital role in organizational 

culture and recruiters’ engagement. Providing new hire training will glue into the 

organizational culture from the first day. It should not be limited to new hires, but 

investment in training and development for existing employees also contributes to positive 

organizational culture. Re-training existing staff on the latest industry regulations and 

trends ensures that your employees feel they’re continuously learning, and it will create a 

compliant culture in the organization. For example, providing in-depth and comprehensive 

training on GDPR provides your recruiters with the knowledge to help them progress in 

their career. Hence, Training and development are essential to ensure you can build a great 

culture into a recruitment firm. Re-training consistently will help the firm nurture and 

maintain a positive culture in the long term. 
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 1.10. Engaging Recruitment Team/Recruiters: 

One of the most common challenges of the HR professionals talk about engagement levels 

of their recruitment team, and with this, how to better engage their Recruitment team in the 

recruiting process. The recruiter is one of the most critical stakeholders in the recruiting 

process, but they are often the hardest to engage in the process effectively. In last year’s 

McQuaig Global Talent Recruitment Survey, Recruitment was tied for second on the list 

of challenges HR faces in recruiting talent. Right behind finding qualified candidates. The 

second most significant challenge you have in making quality hires is the people you’re 

hiring for. 

Recruitment isn’t just a matter of filling the vacant positions, and most businesses could 

easily see the value of Recruitment firms and Recruiters. It's time to engage a recruiter. 

Recruiters considered the eyes and ears in their marketplace, and because they spent their 

days attracting candidates and became their clients trusted advisors. They are often the only 

avenue they had, apart from print advertising, to engage with their future employees. They 

are valued more for their foothold in market intelligence and their networks. 

Hence, below are the ways to channel recruiters and their tasks to the extent that they don’t 

really lose their interests throughout the hiring process and add hours back into your day 

and reduce your hiring cost. 

1. Communicate:  

Whether recruiters are working with internal HR teams or external recruitment partners, 

they need to provide them with feedback as quickly as possible. Qualified candidates don’t 

stay on the market long and usually find new jobs extremely fast. Engaged recruiter 

recognizes how quickly top talent is snapped up and makes it a point to give recruiters 

detailed feedback with the shortest time duration. 

2. Create a positive candidate Experience:  

Its critical recruiters make the recruitment process as easy as possible and fully prepared 

when they meet prospective candidates. Engaged hiring managers will make candidates 

comfortable and timely communicate their feedback/follow-up. This type of engagement 
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increases the rate of job offer acceptance and leads to new hires' higher performance when 

they start work 

3. Making Hiring a priority:

With 69% of job seekers losing interest in a role just two weeks after applying to it, 

recruiters must look at new applications quickly and schedule interviews with qualified 

candidates as fast as possible.  Dedicating a block of your day to hiring-related activities 

is a sure-shot way to ensure your hiring process moves as quickly as your candidates’ 

interests do. 

1.11 Enablers of Good Recruitment Organizations 

Every recruitment agency is different, making it impossible to apply a ‘one size fits all’ 

model for success. However, from the exhaustive literature review and approaching 

various recruitment organizations for conducting the study, there are certain similarities 

that the most successful agencies, no matter their size, possess. 

1. Clear vision & Strategy:

Probably the most successful agencies we work with having an apparent “reason for why 

they exist.” Vision gives the whole firm a focus, gets everyone on the same boat and 

voyage towards the same organizational goal. The vision should be a trusted recruitment 

supplier in a niche market. It is to be the happiest place to work in recruitment. It delivers 

the best customer service to clients or always shows high calibered talent. Having a clear 

vision that your whole team is aware of will help you focus. 

2. Effective Management:

Management teams that are consistent and know and ‘live’ the company’s core values 

and vision are integral to organizational success. These managers will lead the team and 

help foster a culture that attracts, retains and engage employees. Remember, people leave 

managers, not businesses. The successful business owners and directors we work with 

also know their strengths and weaknesses. Many are not experts in marketing or 

technology, so they surround themselves with people. This also means they are 

productive with their time and utilizing everyone’s strengths. 
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3. Recruitment and Retention of Recruiters/Employees:  

Hiring people with the right attitude and drive to take your business forward. You also 

need incentives and perks in place for those' star' recruiters to keep vigor in them. What 

stops your employees from going to another recruitment firm? Consider engagement 

initiatives to get more of your team to commit to the agency, speak to your team and listen 

to what drives them, and this can help frame your benefits strategy. 

4. Technology-Driven:  

The most successful recruitment firms have a budget for technology and take time every 

12-18 months to review and consider improvements. Investing in the right technology can 

help you save time, improve communication with candidates and clients and be more 

productive. Maybe introduce a suggestion box in your office and encourage your team to 

post their tech-oriented recommendations. 

5. Marketing: 

 The organization’s vision is vital because it will focus on your team and your marketing. 

Having a consistent and clear message will help you target your marketing 

communications and grow your brand name. Furthermore, the recruitment firms that 

experience the quickest growth recognise that marketing is not limited as a function of one 

person or team, but the organization. Those that encourage their team to be active on social 

media, such as LinkedIn, and position themselves as leaders in their field (through blogs, 

articles, videos etc.) are more likely to gain talent traction and grow. 

6. Knowing your clients:  

Understanding your clients and target market means you can deliver the most relevant 

talent and an incredible client experience. Ensure your recruiters ask key questions to your 

clients and challenge them; genuinely understanding your client’s requirements will allow 

you to approach them with quality candidates – not someone too experienced that may get 

bored or inexperienced would not work out long-term. 

7. Build Expertise: 

To accomplish success in the highly competitive recruitment market, the most successful 

organizations have become the ‘go-to’ organizations for their sector. It is achieved by 
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keeping up-to-date with the market's dynamism, encouraging the team to be thought 

leaders at their disposal and consistently investing in training and development to support 

themselves and their team ahead. Organizations with a strong brand have forte and 

become renowned for a niche.  

Hence, these characteristics can help create consistency and sustainable growth in the 

recruitment firm.  

1.S Summary of Chapter: 

To epitome this chapter of the study which throws light on Global and Indian labour 

Market, Overview on HR consulting and Recruitment Industry and an overview of Indian 

and Gujarat economy. During this chapter, a significant gap was found in the Recruitment 

Industry data for Gujarat, government initiatives to support the Recruitment Industry in 

making an organized service sector. Along with Statistics related to the Global workforce, 

national workforce and emerging jobs and workforce fulfilling the same, which leads to 

demands in recruitment firms, explaining the importance of Recruitment firms and 

enhancing Hiring Managers, Recruiters and the organization as a whole. The next chapter 

of the study shall be literature for the study, prognostic and systematic literature on 

Employee Engagement, Organizational culture and Linkages Between the concepts. 
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2.P Prelude: 

This chapter covers an extensive literature review on organizational Culture and 

Employee Engagement and its relationship. It includes evolution, conceptualization and 

past studies related to the current research. The chapter is divided into the following  

sections:   

Section 2A: Methodology: Literature Review 

This section covered a brief introduction to the methodology used to review and report 

the literature. 

Section 2B: Organizational Culture and its related studies 

This section covers the conceptualization and evolution of Organizational Culture. And 

various studies by researchers is discussed in detail. 

Section 2C: Employee Engagement and its related studies 

This section covers the conceptualization and evolution of employee engagement. And 

various studies by researchers is discussed in detail. 

Section 2D: Organizational Culture and Employee Engagement 

This section will pin the association between organizational culture and employee 

engagement, and the researcher has put an effort to emphasize the culture’s role in 

enhancing employee engagement. 

Section 2E: Summary of key factors: 

This section summarizes organizational culture and employee engagement extracted 

from the literature studied in detail. The researcher shall use selected factors as 

variables of the study. 
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Section 2A: Methodology: Literature Review 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

2.1 Objectives of the Literature Review: 

1. To set the context of employee engagement and organizational culture in terms 

of its definition and historical development. 

2. To review the interpretative models of employee engagement and organizational 

culture and their applicability in organizations. 

3. To examine the effect of Organizational Culture on Employee engagement. 

4. To establish how employee engagement can be measured and monitored. 

5. To find out the research gap. 

6. To develop a Framework. 

2.2 Literature review methodology 

 

The methodology is structured in three phases, as follows: 

 

1. Search process – Identifying potentially relevant literature is a long list of 

development. 

2. The screening process reviews documentation on the long list to derive a 

‘shortlist’ of the most relevant and seminal publications. 

3. Analysis shortlisted by which the researcher analyzed the literature. 

2.3 Introduction 

There is no mystery to create a great organizational culture where every employee in an 

organization (top to bottom, peer to peer) is engaged, empowered, and valued. It helps 

to understand how culture evolves and its impact on employee engagement. 

Human beings have a fundamental need to feel valued. Suppose they feel dissatisfied 

with that need, especially in the place where they spend the majority of their waking 

hours. In that case, they will typically disengage, perform at less than optimum level, 

and feel defeated. Culture is a system of learned behaviours that include values, norms, 

customs, beliefs, experience, education, and a working language. Like a family, school, 

or sports club, every entity has its own culture. 
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As mentioned above, this literature study aims to identify the impact of organizational 

culture on employee engagement and identify engagement practices that enhance 

employee engagement in recruitment organizations. To gain knowledge about 

engagement, the researcher must understand how employee engagement and 

disengagement may affect a business organization (Weldon, 2012). The specific focus 

areas revealed in the academic literature are organized based on organizational culture, 

Employee Engagement, and the relationship between them. Sub-topics include 

Definitions, evolution, and selected scholarly studies that have been conducted in 

Organizational Culture and employee engagement.  

A literature review of organizational culture and employee engagement included peer-

reviewed articles and journals, books, websites, dissertations, and government reports. 

Primary research databases included those available through the Gujarat technological 

University Library, Shodhganga, ProQuest, Google Scholar, Thoreau, Sage, EBSCO 

Primary, and Emerald Management. Articles in this literature review were researched 

using peer-reviewed searches with developing themes. The themes were consistent, as 

seen below in the literature. 
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Section 2B: Organizational Culture and its related studies 

 

 

 

 

 

 

 

 

 

 

 

 



 

2.4 ORGANIZATIONAL CULTURE: AN INTRODUCTION 

Culture comes from the Latin root “cultura” to connote a process of cultivation or 

improvement (Online Etymology Dictionary, 2013). Over the years, the term grew into 

a social anthropology concept to refer to the vast array of human understanding beyond 

any genetic inheritance, such as how people think, feel, and act. In this sense, Hofstede 

(2013) provides a useful definition for culture as the “collective programming of the 

mind distinguishing the members of one group or category of people from another.” 

The category can broadly refer to nations, regions, ethnicities, religions, occupations, 

organizations, or genders. Hofstede simplifies this definition of culture as the 

“unwritten rules of the social game.” 

Human culture results from hundreds of thousands of years of evolution that have 

sharpened our social and intellectual skills. Cultural programming begins early in our 

human development. It continues in phases of our life as we absorb information and 

follow the patterns of those that make up our social environment. From the small 

nuclear family to a place of employment, to a whole nation, all human groups will 

develop their unique culture over time, as it’s part of the fundamental human issues 

relating to group membership, authority, gender roles, morality, emotions, and values. 

In essence, culture influences all aspects of our personal and professional lives and 

enables groups to function smoothly (Hofstede, 2013). 

Culture in the organization, considered a unique attribute specific to each organization 

and ingrained in its behaviours, is managed, shaped, and measured independently from 

other organizational aspects. In a sense, culture is an attribute of the organization itself 

and is a predictor for future organizational behaviour. Culture’s disciplinary foundation 

is contrary to the broader view of culture with an overarching national or regional focus. 

The more expansive view of culture is considered a given fact for organizations’ 

cultural management that falls under a larger national or regional cultural umbrella. 

Cameron and Quinn (2011) note this distinction and explain that organizational 

culture’s study focuses on the former more manageable culture than the broader 

anthropologic foundation. 
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Despite the distinction, researchers studying organizational culture utilize methods 

similar to anthropologists studying various societies’ cultures. They contend that these 

methods provide a deeper understanding of the nuanced organizational life than 

methods used to explore other organizations’ aspects (Ott, 1989; Schein, 1992). These 

methods have produced a range of definitions of organizational culture, focusing on 

fundamental values, symbols, myths, behaviour norms, and other cultural fingerprints 

found in organizations. 

Organizational culture 

types by K. Cameron and 

R. Quinn

Organizational culture 

dimensions by E. Wallach 

Core values of the 

organizational Culture 

(HRM environment) 

Hierarchy (similar to 

market but characterized 

with a stronger market 

orientation) 

Bureaucratic Efficiency results 

orientation, stability, 

power, control, loyalty, 

competition 

Adhocracy Innovative Personal creative freedom, 

orientation towards change, 

innovation, risk 

Clan (family type culture) Supportive Unity (“we” 

consciousness), team, 

loyalty, mutual respect, 

trust, trust in tradition 

Table 2.1 -  Organizational culture dimensions by Cameron & Quinn, E. Wallach, 

{Source: Author’s compilation} 

2.4.1 Conceptualization of Organizational Culture: 

In the early 1980s, culture explained the concept, often stated method for studying and 

diagnosing culture. Later research was concerned about using information available 

(Hofstede,1986). A later stage of research began around 1987 about the effects of 

culture on an organization’s performance (Arogyaswamy and Byles, Brown, 1987; 

Lewis, 1994; Nicholson et al., 1990; Van Donk and Sanders, 1993). And whether and 

how culture can be changed to increase organizational effectiveness (Bettinger, 1989; 
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Critchley, 1993; Saraph and Sebastian, 1993). Culture’s perceived importance has 

become one of the few organizational constructs that cross traditional disciplinary 

divides. It can be found in the range of organizational disciplines that have adopted the 

concept. For example, culture has been employed extensively in marketing (Jung, 

2003), organizational behaviour (Lund, 2003), accounting and finance, operations 

management, psychology, and international management. 

2.4.2 The foundations of organizational culture: 

History & traditions The inception of organizations, the organization’s philosophy 

aims, objectives, and values. 

Nature of activities Work process and other systems are prevailing in 

organizations. 

Technology How technology drives their work process and adaptability to 

technology change. 

Purpose, priorities, 

and attention 

In human assets, customers, environment, and growth and 

development opportunities. 

Past, Present and 

future 

Past experiences in the current work process and future 

proposed activities are important. 

Size Determines organization structure and hierarchal 

formalization. The Larger the organizations, the more of the 

departments, rules, reporting relationships process, and 

procedures. 

Table: 2.2 - Foundations of organizational culture, {Source: Author’s insight} 

2.5 Culture in the organization: 

Organizational Culture is quite an abstract concept. They have often debated “what 

culture is, how to identify it, how it influences organizational behaviour, how to 

examine culture, how to understand the culture better” (Hartman & Khademian, 2010). 

Early organizational research centred on the assumption that organizations are rational 

actors and the rules, processes, authority, and norms of the organization mute 

individuals’ personality. Accordingly, organization development focused on 
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management techniques within the organization. However, in reality, many actions 

taken by an organization are not the result of a rational thought process but 

predetermined by patterns of past actions and the assumptions of those within the 

organization. Organizations tend to rely on tried and tested methods that worked in the 

past because it is difficult to forget past successes and what was done to achieve them. 

Over time and with repetition, unconscious assumptions replace conscious thought, 

regardless of the current circumstances call for a different approach. Assumptions 

“become the underlying, unquestioned, but largely forgotten reasons for ‘the way we do 

things here’ – even when the ways may no longer be appropriate (Shafritz, Ott, and 

Jang, 2011).” In this way, an ingrained organizational culture can control an 

organization’s behaviours – even to its detriment by resisting or stalling organizational 

change to adapt to a new environment with new challenges. 

In defining organizational Culture, Trice and Beyer (1993) argue that organizational 

culture is the “pattern of shared meaning in an organization.” Schein (1992) defines 

organizational culture as “a pattern of shared basic assumptions and integration that 

works well and therefore can be instilled in new members as the correct way to 

perceive, think, and feel about those problems.” These definitions point to the powerful 

influence and importance of organizational culture and its position within an 

organization’s inner workings. Van den Berg and Wilderom (2004) derived the 

definition by quantitatively measuring organizational culture in 10 studies 

“Organizational culture forms the glue that holds the organization together and 

stimulates employees to commit to the organization and to perform.” 

Through this prism, organizational culture is both a product and a process. As a product, 

it embodies wisdom accumulated from experience. As a process, it is renewed and re-

created as newcomers learn the old ways and eventually become teachers themselves 

(Bolman and Deal, 2008). 

2.5.1 Various definitions of organizational culture: 

Authors have given various definitions; these definitions were found in the study’s 

articles. 
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Table 2.3 - Definitions of Organizational Culture, {Source: Compilation from various 

Authors} 

2.5.2 Various studies on Organizational Culture: 

Williams’ (1980) theoretical model assumes that society is in constant cultural change 

and negotiation. There is a central, effective, and dominant system of meanings and 

values that are not merely abstract but “organized and lived” in any particular period. 

Hofstede (1980) published a cross-cultural report exploring the differences in thinking 

and social action between 40 countries between 1968 and 1972 and called it ‘national 

culture’. He argued that people carry mental programs developed early in the family 

during early childhood and reinforced in schools and organizations, and they contain a 

component of national culture.  

Though providing a starting point for understanding national cultures, the study had 

come under criticism for using a comparative logic in a heterogeneous setting at a time 

when quantitative comparisons of organizational cultures within a single cultural 

context were seen as unfounded (Denison, 1996). When Schein (1983) emphasized the 

founder’s role and stated that organizational culture will always reflect the complex 

Author(s) Definitions 

Pettigrew, 1979 ‘culture’ as the system of publicly and collectively accepted 

meanings operating for a given group at a given time, an 

essential practical consideration in an extended stream of time, 

events, people, and processes with an example of a sequence of 

social dramas wherein each drama provided an exact point of 

data collection. 

Deal & 

Kennedy 1983 

“Organizational culture can be defined as the way things are 

done in Organization”. 

Hofstede 1998 Culture is the collective programming of the mind which 

distinguish 

the member of one organization from another” 

Cameron & 

Quinn 1999 

“Organizational Culture is defined as the set of values, norms, a 

belief shared by a member of the organization”. 

Mavondo & 

Ferrell 2003 

“Organizational culture is viewed as a set of broadly tacitly 

understood rules and procedures that inform organizational 

members on what and how to do under variety undefined 

situation”. 
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interaction between the assumptions and theories that founders bring to the group 

initially and what the group learns subsequently from its own experiences, it also 

explained the importance of time and dynamics of change, of how the values came 

originally from the founder and, as the group learned while experimenting with 

behaviours over some time, developed the culture. 

Paul Reynolds (1986) adopted a more utilitarian perspective and argued that 

organizational culture statements should depict differences related to industries, 

technical or task requirements, and expect the same cultural systems to foster success in 

all sectors seems inaccurate. 

Meyerson (1987) identified three organizational culture research perspectives: 

'integration', 'differentiation' and 'fragmentation'. The integrationist perspective 

positions culture as an integrating mechanism, the normative glue; differentiation 

emphasizes that different groups in an organization embrace other and even 

incompatible beliefs, values, and assumptions. The fragmentation perspective 

acknowledges that ambiguity is an inevitable aspect of organizational life and 

organizational situations exist. It is not appropriate to identify the consistency of values 

and basic assumptions. 

According to Schein Edgar (1992): “A pattern of shared basic assumptions that the 

group learned over the period as it correctly solved its problems, and passed on to new 

members as the correct way to perceive, think, and feel about those problems”. 

Marcoulides (1993) proposed a new model wherein organizational culture is 

hypothesized to consist of three interrelated dimensions: a socio-cultural system of the 

perceived functioning of the organization’s strategies and practices, an organizational 

value system, and the collective beliefs of the individuals working within the 

organization, possibly explaining why some organizations are not performing at desired 

levels of productivity. 

Detert et al. (2000) presented another synthesis on organizational culture in terms of 

eight dimensions of organizational culture, based on truth and rationality in the 

organization, motivation the nature of time and time horizon, stability, innovation, 
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change, personal growth, orientation to work, task, and co-workers, isolation vs 

collaboration, and responsibility and orientation and focus-internal and external and 

how these dimensions corresponded to the values and beliefs of TQM. 

Daymon (2000) applied a multi-perspective analytical framework to explore 

organization members’ experiences as they adjusted to and strove to shape working life 

in a new set-up. Van den Berg and Wilderom’s (2004) definition is based on 

experiences with several studies in which organizational cultures were quantified 

(Wilderom, Glunk, & Maslowski, 2001). They have defined “Organizational Culture as 

shared perceptions of organizational work practices within organizational units that may 

differ from other organizational units. Organizational work practices are the central part 

of their definition.” The definition is a shortened version of Kostova’s (1999). They 

stated organizational culture as “A particular way of conducting organizational 

functions that have evolved and these practices reflect the organization’s shared 

knowledge and competence.” 

Kowalczyk & Pawlish (2002) correlated the importance of culture to an organization’s 

competitive advantage, adaptability, and innovation level. It has been further noted that 

the culture of an organization may affect organizational system operations, productivity, 

leadership actions (Shaw, 2002), performance (Cameron & Quinn, 1999), and 

organizational effectiveness (Parry, 2000; Valentino, 2004). Research has shown that 

culture has influenced employees’ commitment (Lok &Crawford, 1999; Mycek, 2000; 

O’Reilly, 1989; Parry, 2000; Putz, 1991; Webster, 2004) and behaviours (Atchison, 

2002; Cooke & Rousseau, 1988). 

Aswathappa (2003) refers to culture as a complex whole, including knowledge, beliefs, 

art, morals, law, custom, and other capabilities and habits acquired by man in society. 

In a recent framework, Zheng et al. (2009) propose that as the organization goes 

through its life stages of start-up, growth, maturity, and revival, organizational culture 

evolves through corresponding mechanisms of inspiration, implantation, negotiation, 

and transformation. This framework also contributes to the literature on the dynamic 

view of culture and suggests that human resource development professionals need to be 

61



wise of their organizations’ life stages and intentionally leverage different cultural 

mechanisms to respond to critical organizational needs. 

Hence, after the extant of a literature review of definitions on the organizational culture, 

it can be concluded that it refers to practices and values that affect an employee’s 

thinking and behaviour. 

2.6 Dimensions of organizational Culture: 

Numerous versions and descriptions of organizational culture exist in the literature. 

Much earlier generation studies have produced many different constructs and diversity 

dimensions in the organizational culture literature. (Morrison et al., 2006) The factors 

that define an organization’s culture are consistent and effective when aligned with the 

organization’s needs and preferences (O’Reilly et al., 1991; Wallach, 1983). O’Reilly et 

al. (1991) measured culture consists of eight-factor structures. They defined factors as 

supportiveness, aggressiveness, innovation, attention to detail, team orientation, 

emphasis on rewards, and decisiveness. Chatman & Jehn (1994) deviates slightly from 

the definition of these factors by including innovation, stability, respect for people, 

orientation to outcomes, attention to detail, team orientation, and aggressiveness. 

Fisher (2000) defined three dimensions of culture: comfort, which he described as 

paternalistic toward its members; complacency, in which employees are dependent on 

the organization for their total well-being; and contribution, where employees are 

committed to excellence, chaos, and accepted change. Other descriptions of 

organizational culture defined by Testa, Mueller, and Thomas (2003) include 

independent dimensions such as internal versus external focus and structural control 

versus flexibility.  

Van der Post et al. (1997) initially developed 114 dimensions from previous studies and 

consolidated these into a fifteen-dimensional framework using peer panel consultation 

and subsequent empirical testing. Delobbe, Haccoun, and Vandenberghe (2002) started 

with 266 items based on analyzing the dimensions of several existing frameworks and 

ended with a nine-factor framework through empirical testing and factor analysis. 

Ashkanasy, Broadfoot, and Falkus (2000) developed a ten-dimensional Organizational 
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Culture Profile (OCP) instrument from eighteen previous surveys. Jaworski and Kohli 

(1993) stated a set of dimensions to study the top management beliefs and hierarchal 

arrangements that could be seen as organizational antecedents towards a practical 

marketing inclination. Xenikou and Fumham (1996) consolidated the items randomly of 

four organizational culture questionnaires using empirical testing and factor analysis 

extracted five dimensions. Detert, Schroeder, and Mauriel (2000) used a peer-assisted 

process and dimensions from past studies and proposed eight dimensions of 

organizational culture beneficial in Total Quality Management (TQM).  

Wallach (1983) noted three primary organizational cultures: (a) bureaucratic, which are 

hierarchical and compartmentalized; (b) innovative, which are exciting and dynamic; 

and (c) supportive, which are warm and humanistic. Cameron (1998) in turn defined 

five dimensions of culture: (a) clan, which includes a concern for people and sensitivity 

to consumers; (b) hierarchy; (c) market-supported stability and control; (d) adhocracy, 

defined as flexibility; and (e) individualism. 

Both Cooke and Rousseau (1988) and O’Reilly (1991) identified organizational culture 

in terms of direction and intensity (Cooke & Rousseau, 1988; O’Reilly, 1991). In 

contrast to O’Reilly et al. (1991), Bass and Avolio (1993) defined two organizational 

culture levels: transformational and transactional. They noted that transactional cultures 

focus on behaviours and norms that implicitly define contractual relationships in 

explaining these cultural styles. Within the transactional culture, work responsibilities 

are a condition of employment. They described transformational cultures as 

environments with a general sense of purpose, family, and commitment. In this 

organizational culture, leaders and employees share interests and a mission. 

Kanter (1983) also used similar terminology when classifying culture. He wrote about 

innovation, team building and participation, the promotion of change and 

transformation, faith in the leader’s direction, and effective crisis management to ensure 

an influential organizational culture.  
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Hofstede et al. (1990) in turn defined six opposing factors to describe organizational 

cultural differences: (a) Power distance, (b) Individual and Collective, (c) Masculine 

and Feminine, (d) Uncertainty avoidance, (e) Time perspective, and (f) Indulgent and 

restraint. Besides, Harrison (1972) defined four cultural types: power, role, people, and 

tasks. 

Figure 2.1 -  Hofstede cultural dimensions {Source: Google images} 

Other researchers offered similar constructs while using Bass and Avolio’s different 

terminology for classifying cultures. Their definitions of cultural styles include organic 

versus mechanistic and corporate soul versus rewards, which mirror the same 

transactional and transformational constructs. 

Cooke and Rousseau’s (1988) research also noted two contrasting styles at opposite 

ends of the pole. They defined one end as an organization committed to innovation, 

adaptability to change, teamwork, and personal development while having a strong 

sense of vision. The other end emphasizes the status quo, task-oriented behaviours, 

supervision with little rewards for innovation, and punishment for assuming risk-taking 

behaviours. These cultural ends match the transformational and transactional definitions 
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of Bass and Avolio (1993), respectively, which they note are at opposite ends of the 

poles. 

Schein (1985) defined three organizational culture levels: artefacts as level one, values 

and beliefs as level two, and basic organizational assumptions as level three. Schein 

(1996) later redefined the classifications as (a) an operator culture, which is an internal 

culture based upon its operational success; (b) an engineering culture, based upon its 

designers who manage core technologies; and (c) executive culture, based upon the 

belief and actions of the organization’s executive management team. Schein (1996) 

defined engineering and executive cultures as predominantly transactional, relying on 

rewards, control, and monitors. He noted that operational cultures often have an 

innovative component with transformational characteristics. Schein (1996) further 

stated that transformational properties are difficult to sustain if not supported by the 

executive leadership and related culture. 

Van den Berg and Wilderom (2004) proposed a comprehensive set of organizational 

culture dimensions such as autonomy, external orientation, interdepartmental 

coordination, human resource orientation, and improvement orientation based on the 

organization’s behaviour and practices. Jung and Takeuchi (2011) have also asserted 

that organizational culture dimensions get reflected through its practices and human 

resource orientation. 

2.7 Relationship between organizational culture & individual employee: 

Organizational culture helps understand organizational variables like job satisfaction, 

work-related attitudes like an organizational commitment, an individual’s sensemaking, 

self-efficacy, and collective efficacy  (Maignan et al., 2001; Lund, 2003; Walumbwa et 

al., 2005). Organizations depict “learning disabilities,” or what an author might call 

“defensive routines” that get in the way of the kind of second-order learning (Argyris 

and Schon, 1996). Parker et al. (2002) demonstrate that because organizational 

members do not see the organization’s past similarly, they adapt to different futures. 

Besides, the struggle between organizations bent on normative control and individuals 

subjected to it is over the definition of reality (Kunda, 1992). According to the social 
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information-processing view (Salancik and Pfeffer, 1978) and cognitive view (Weick, 

1969), the definitions of others’ situation and people’s past experiences in social context 

provide the selection mechanisms or norms and values through which people enact 

events.  

Several research results indicate a relationship between employee attitudes and 

Organizational Culture. According to the research evidence, managers can increase 

employee satisfaction by creating collegiality and collaboration (Xin Mac Millan 1999). 

Meglino et., al (1989) stated that organizational culture influences newcomers’ 

satisfaction and commitment. The impact is mutual. On the one hand, employee 

satisfaction and commitment to the organization, including during change, could be 

improved by developing an appropriate organizational culture. On the other hand, job 

satisfaction could influence organizational culture – satisfied employees are more likely 

to engage in organizational citizenship, behaviours the extra mile beyond the 

requirements entailed in job descriptions. By helping each other reduce the workload 

and stress of others (Bettencourt et al. 2001). 

According to Schein (1992), organizational culture is influenced by task- and 

relationship orientation. Harrison (1995) distinguishes between task and person-oriented 

organizational cultures. Task culture emphasizes the superiority of the organization’s 

goals over the member’s personal goals. Like Schein’s (1992) relationship, orientation 

is based on warm and harmonious interpersonal relationships. These two orientations – 

task orientation and relationship orientation – are the essential aspects of organizational 

culture that can influence employee attitudes and behaviour. 

Ruth Alas and Maaja Vadi (2004) undertook a study in the Soviet proved the prediction 

of employee attitudes based on organizational culture. In the context of organizational 

change, task-orientation could influence employees' attitudes by establishing clear goals 

and developing values, which could help achieve these goals at all levels. But achieving 

employee participation, in the beginning, is not enough; ensuring that the change 

process does not reverse and building more effective relationships with peers is also 

necessary (Landau et al., 2001). Relationship-orientation could influence employees’ 
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attitudes toward change through informal structures and communication (Salancik and 

Pfeffer, 1978). 

Harris (1994) proposed a schema-based perspective in organizations’ social setting. 

Individuals make sense of their experiences, based mainly on the outcomes of contrived 

mental dialogues between themselves and other contextually-relevant individuals or 

groups, again supporting the cultural negotiation process. 

Bloor et al. (1994) attempted to identify the complex interplay between individual sense 

makings, group beliefs, and Culture in Australian home-care service. An organization’s 

operating environment’s stability is recognized as a significant factor that facilitates and 

constrains professional subcultures’ potential to transform or incrementally refine 

dominant organizational cultures radically. 

Lund (2003) empirically investigated the relationship between organizational culture 

types on job satisfaction in a survey of marketing professionals in the USA. Job 

satisfaction was positively related to clan and adhocracy types of culture and negatively 

to market and adhocracy. Howard (2007) has asserted that people working in an 

organization behave in ways heavily influenced by organizational culture. Culture 

governs the way people think and how they are expected to be treated. He has 

highlighted that an organization’s culture affects employees’ performance, commitment, 

and engagement levels. Rampersad K. Hubert (2007) has opinioned organizational 

culture’s alignment with organizational and individual performance. 

The role of organizational culture in shaping individual and organizational attitudes has 

been elaborated by Padma and Nair (2009). Organizational Culture combines the 

individual and organization as a system by enabling the unanimity of interests of both 

employees and the organization- this can be found in the various employee engagement 

practices of well-known IT, banking and retail organizations. (Sarangi & Srivastava, 

2012). 

Hence, the present study includes organizational culture as an antecedent impacting 

employee engagement levels. 
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Section 2C: Employee Engagement and its related studies 



 

2.8 EMPLOYEE ENGAGEMENT: AN INTRODUCTION 

The concept of engagement was introduced as an organization’s investment in its 

human capital. Interest in the study of employee engagement has experienced dramatic 

expansion (The Ken Blanchard Companies [TKBC], 2008; Czarnowsky, 2008; Ketter, 

2008; Lockwood, 2007; Macey & Schneider, 2008). Firstly, the evolution of employee 

engagement as an increasingly popular concept is discussed. It allows us to build a 

picture of engagement and demonstrate how it means more than earlier concepts of 

commitment, motivation, or organizational citizenship behaviour (OCB). 

“Employee engagement” is a relatively new HR literature concept and gained 

prominence in 2000. Proponents of employee engagement claim a strong positive 

relationship between engagement and business success, both at the firm and individual 

levels and outcomes including retention, productivity & profitability, customer loyalty 

& satisfaction. Organizations including the Cheesecake Factory, Travelport, American 

Traffic Solutions, Consumer Financial Protection Bureau, and Sony have formal roles 

that include employee engagement in the title. Many consulting groups, including 

Towers Watson (formerly Towers Perrin), Price Waterhouse Coopers, Valtera 

Corporation, and Watson Wyatt Worldwide, offer services to help firms measure and 

improve employee engagement. Further, numerous professional networking groups on 

websites such as Linked In cater to employee engagement professionals. 

After reviewing extensive literature, it can be epitomized the concept of employee 

engagement evolution by following points: 

• It builds upon and goes further than ‘commitment’ and ‘motivation’ in the 

management literature (Woodruffe, 2006 as cited in CIPD, 2006a) 

• A desk review undertaken by Rafferty et al. (2005) indicates that it originated 

from consultancies and survey houses rather than academia 

• The level of interest it has generated indicates that it is more than a passing 

management fad. A considerable amount of research and analysis has been 

conducted in the last ten years or building our understanding of the term. 
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2.8.1 Definitions of Employee Engagement: 

Engagement or engagement ideas, such as commitment and job satisfaction, have been 

researched and reported since the mid-1980s by the Gallup Institute (Buckingham & 

Coffman 1999). Academically, Kahn (1990) empirically distinguished between being 

personally engaged and personally disengaged at work. This, he explained (1990, 

p.692) through the degree of self that employees bring into their work role. To be

personally engaged with one’s job is to be compelled physically, emotionally, and 

cognitively to one’s work. Engaged workers feel they have been offered the right 

conditions to display their preferred self and psychologically connect to the people, 

tasks, and the organization. 

Table: 2.4 shows the practitioner’s selection of definitions and academic literature on 

engagement. The definitions are dimensionally differentiated and show a lack of 

agreement regarding employee engagement. Lack of consensus has been attributed by 

authors regarding the definitions of the ad-hoc way the construct is evolved, emerging 

as much from the practitioner’s experience as from academic study (Macey and 

Schneider, 2008; Cowardin-Lee and Soyalp, 2011). Further to our knowledge, no 

academic research has contributed to both the construct and instrument validation 

encompassing all engagement faces described in recent literature. 

Source Definitions 

Kahn (1990) “The simultaneous employment and expression of a 

person’s preferred self in task behaviours that promote 

connections to work and others, personal presence 

(physical, cognitive, and emotional), and active full role 

performances.” 

Rothbard (2001) “Psychological presence including attention, or 

“cognitive availability and the amount of time one 

spends thinking about a role” and absorption, meaning 

“being engrossed in a role and refers to the intensity of 

one’s focus on a role.” 
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Schaufeli et al. 

(2002) 

“Opposite of burnout; a positive, fulfilling, work-related 

state of mind that is characterized by vigor, dedication, 

and absorption.” 

Harter et al. (2002) “An individual’s involvement and satisfaction with, as 

well as enthusiasm for, their work.” 

Nelson and 

Simmons (2003) 

“When employees feel positive emotions toward their 

work, find their work to be personally meaningful, 

consider their workload to be manageable, and have 

hope about the future of their work.” 

Towers Perrin’s 

Global Workforce 

Study (2003) 

“Employees’ willingness and ability to help their 

company succeed, largely by providing discretionary 

effort on a sustainable basis.” 

Robinson et al. 

(2004) 

“A positive attitude held by the employee towards the 

organization and its value… requires a two-way 

relationship between employer and employee.” 

Hewitt Associates 

(2004) 

“The measure of an employee’s emotional and 

intellectual commitment to their organization and its 

success.” 

Vaijayanthi et al. 

(2011) 

“A measurable degree of an employee’s positive or 

negative emotional attachment to their job, colleagues, 

and organization, which profoundly influences their 

willingness to learn and perform at work.” 

Table 2.4 -  Selected definitions of Employee engagement {Source: Author’s 

compilation} 

2.8.2 Examples of how organizations perceive engagement: 

Vodaphone defines employee engagement as an outcome “measured or seen as a result 

of people being committed to something or someone in the business” – a very best effort 

that is willingly given. (Suff, 2008). 

Johnson and Johnson define employee engagement as ‘the degree to which employees 

are satisfied with their jobs, feel valued, and experience collaboration and trust. Engaged 
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employees will stay with the company longer and continually find smarter, more effective 

ways to add value to the organization. The result is a high performing company where 

people are flourishing, and productivity is increased and sustained’. (Catteeuw et al., 2007 

p. 152)

Barclays  has given a formal definition of employee engagement might be “the extent to 

which an employee feels a sense of attachment to the organization he or she works for, 

believes in its goals and supports its values.” Barclays also suggests that it is possible to 

‘gain a good sense of someone’s engagement by asking a simple question, would you 

recommend Barclays as a good place to work?’ (Barclays, 2008) 

Dell refers to being engaged as “giving time and talent to team building activities”. 

(Dell,2008) 

Nokia Siemens Networks describes being engaged as “an emotional attachment to the 

organization, pride and a willingness to be an advocate of the organization, a rational 

understanding of the organization’s strategic goals, values, and how employees fit and 

motivation and willingness to invest discretionary effort to go above and beyond”. (Nokia 

Siemens Networks, 2008) 

The University of York suggests that “Employee engagement is a combination of 

commitment to the organization and its values plus a willingness to help out colleagues. 

Employee Engagement goes beyond job satisfaction and is not simply motivation.” 

(University of York, 2008) 

*Source: Definitions drawn from organization’s websites
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2.8.3 Characteristics defining engagement:  

 

Fig 2.2 -  Characteristics definitions of Employee Engagement 
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Fig 2.2 (contd….) Characteristics definitions of Employee Engagement 
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2.8.4 Types of Engagement: 

The authors have defined employee engagement in several ways. Employee 

engagement is an emerging concept and defined as a business management problem. An 

academic term (Sambrook, Jones, & Doloriert, 2014), Employee engagement is a new 

idea, and top management has noted a crucial factor in business success and survival 

(Choo, Mat, & Al-Omari, 2013).  

Fully engaged employees are individuals who use the entire being in the workplace. 

Fully engaged employees use spiritual, physical, emotional, and mental energy at work 

(Wollard, 2011). Employees who engage fully show increased work effort, productivity, 

innovation, and work quality (Pater & Lewis, 2012). Fully engaged workers create a 

better work environment for the employee and employer (Wollard, 2011). 

Highly engaged employees work diligently and are more likely to stay employed for 

several years (Anand & Banu, 2011). Employees who work diligently, find happiness at 

work, are innovative, think about the organization’s interests, and create a cohesive 

work environment are said to be highly engaged (Marrelli, 2011). Highly engaged 

employees go beyond job expectations in the work environment, are loyal, and increase 

organizational productivity (Anand & Banu, 2011). 

Moderately engaged employees are at work but not fully engaged (Marrelli, 2011). 

According to Marrelli (2011), moderately engaged employees show up to work to earn 

a paycheck and do just enough work to stay employed. Employees engaged in the past 

or are neutral can become disengaged over time if managers are not swiftly addressing 

workplace issues (Pater & Lewis, 2012). Management within organizations should 

attend to employees who reduce their engagement to ensure individuals do not fall into 

a disengagement category. 

Disengaged employees do not want to be at work but are working for personal needs. 

Disengaged employees see work as hard, have negative attitudes, do enough to stay 

employed, and resist change (Marrelli, 2011). According to Anand and Banu (2011), 

disengaged employees are task-oriented, are not working full potential, and have poor 
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relationships with employees in the workplace. Disengaged employees do not value the 

organizations’ mission and vision for which the employees work. 
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2.9 Dimensions of employee engagement: 

We will discuss in this sub-topic the dimensions of employee engagement i.e. 

1. Physical Dimension of Employee Engagement 

When people are involved and express themselves physically, they can be engaged 

(Kahn, 1990). The physical dimension of engagement shows the effort in one’s job. 

Efforts can range from lethargy to vigorous physical and mental effort. The level of 

physical engagement is partly dependent on the role’s contextual or psychological and 

physical requirements. Kahn suggested that physical energies can be allocated to 

different activities, including on-task, off-task, and self-regulation activities. Vigor 

dimension by (Schaufeli & Bakker, 2003) talks about physical involvement in one’s 

work. However, the physical energies are directed at accomplishing role tasks when 

individuals are engaged in their role. 

A concept of energies’ efforts into one’s role that throws the light on Kahn’s physical 

dimension of engagement is an effort (Campbell & Pritchard, 1976; Hackman & 

Oldham, 1980; Pritchard, & Ilgen, 1980; Kanfer, 1990). Researchers have associated 

physical dimensions with three components - duration (time commitment), intensity 

(force), and direction (Naylor et al., 1980). Prior research studies have shown a positive 

relationship between effort, defined as the amount of time a person spends working on 

an assigned task, and performance (Blau, 1993; Brown & Peterson, 1994; Fisher & 

Ford, 1998). Although these statistical results suggested that exertion as time on task 

leads to performance, this is indirectly linked. The effort is considered as time spent on 

task fails to completely cover Kahn’s meaning of engagement in one’s role. Instead, 

effort as time is only reflective of one’s role presence and not role engagement. Finally, 

it can be said that there are limitations to measure the physical dimension of 

engagement as time on task, as many individuals work on a fixed hour basis. Hence, the 

amount of time spent on work gets beyond their control.  

Kanfer (1990) proposed measuring effort covering Kahn’s theoretical assumptions 

concerning engagement’s physical dimension. These researchers measured effort by 

asking, “how hard an individual was trying on a task?”. This inquiring approach sheds 
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light on the employees’ intensity level and the amount of personal energy into their role 

performance, thus serving as a more precise indication of their engagement level. 

Research studies have shown that effort measured as intensity is significantly related to 

performance (Brown & Leigh, 1996; Rasch & Tosi, 1992). 

2. Cognitive Dimension of Employee Engagement

Kahn (1990) suggested that engagement was exhibited by the foregoing of personal 

energies into cognitive efforts. Previous research has shown that cognitive efforts are 

comprised of two components – attention (the amount of time one spends thinking of a 

role task) and absorption (the level of engrossment or intensity of focus on role task) 

(Gardner et al., 1989; Goffman, 1959, 1961; Kahn, 1990; Rothbard, 2001). While 

working, multiple factors compete for one’s limited resources; they can be role task 

supervisors, organizations, co-workers, or off-work targets such as personal and home 

life. 

According to Rothmann S. (2010), the business’s needs have increased employees’ 

inputs. It has contributed to the interest in employee engagement. Business needs are 

driven by intense domestic and global competition, increasing employees’ need to be 

cognitively involved and committed to their work, organization, and customers. On 

consensus to the cognitive dimension -  dedication dimension of engagement by 

(Schaufeli & Bakker, 2003) characterizes focus at work 

3. Affective Dimension of Employee Engagement

As Kahn (1990, 1992) stated, people are engaged in their role when they exhibit 

personal energies and emotions. In line with Kahn, According to Kelman (1958), the 

highest investment of personal energies into role performance involved the infusion of 

emotions. At this level, individuals are “fully present” in their task through an 

emotional connection between themselves and their work.  

An individual’s emotional experience at work often results from feelings of enthusiasm, 

pride, and hostility. Prior research on the dominant dimensions of emotional 

experiences of workers on the job has consistently identified two broad; general factors 

labelled Positive Affect (PA) and Negative Affect (NA) (Watson, Clark & Tellegen, 
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1988; Watson, Wiese, Vaidya, & Tellegen, 1999). Combining pleasantness and energy, 

Positive affect is the degree to which an individual feels enthusiastic, active, and 

involved in the work. High Positive affect (PA) is a state of high energy, full 

concentration, and pleasurable engagement. In contrast, Negative affect (NA) comprises 

distress, sluggishness, dullness, and disengagement (Watson & Tellegen, 1985). 

Rothbard’s (2001) theoretical model of engagement builds on Watson and Tellegen’s 

(1985) circumplex model of emotion. Although her results indicated that an individual’s 

emotions affected the relationships among attention, absorption, and Engagement, 

Rothbard (2001) did not include an emotional dimension in her conceptualization of 

engagement. 

Absorption, like attention, has been conceptualized as a motivational, affective 

construct (Locke & Latham, 1990; Schaufeli & Bakker, 2003)  that resembles flow, the 

“holistic sensation that people feel when they act with total involvement” 

(Csikszentmihalyi, 1975). People narrow their attention to specific stimuli during the 

flow state, and little conscious control is necessary for their actions. 

Absorption is distinctly different from flow in that flow has been conceptualized as a 

unique, short-term peak experience (Csikszentmihalyi, 1975, 1988, 1989, 1990). In 

contrast, Kahn characterized absorption as a pervasive and persistent state of 

concentration and focus. 

Absorption is like intrinsic motivation, the desire to participate in an activity for its 

motive (Deci & Ryan, 1985; Harackiewicz & Elliot, 1998). Tiegs, Tetrick, and Fried 

(1992) associated intrinsic work motivation with work content variables “task 

characteristics,” such as job autonomy, task significance, skill variety, task identity, and 

job feedback. Absorption is differentiated from intrinsic motivation, as in that intrinsic 

motivation is task-specific and requires a positive emotion while absorption is neutral 

(Rothbard, 2001). 

Attention and absorption can be theoretically linked to engagement through self-

regulation (Lee, Sheldon, & Turban, 2003), a cognitive process that determines the 

transformation of motivational force into behaviour and performance (Kanfer, 1990). 

Through this regulation of attention on executive functions, an individual allocates 
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effort across on-task and off-task activities (Kanfer, 1990). For Kahn, Engagement was 

indicated by the attention and absorption the individual exhibited in role activities. 

Support for the relationship between attention, absorption, and engagement is found in 

the work of Rothbard (2001), who initiated engagement as a study devoted to and 

absorption in work; results revealed that engagement is a multidimensional construct, 

containing both attention and absorption as a dimension. Engaged employees show 

better commitment. 

More immediately relevant to state engagement at work, Schaufeli (2008) and his 

colleague define engagement as a “persistent, positive affective-motivational state of 

fulfilment in employees characterized by vigor, dedication, and absorption” (Maslachet 

et al., 2001). From a measurement perspective, questionnaire items (Schaufeli, 

Salanova, Gonzalez-Roma, & Bakker, 2002; Schaufeli et al., 2006) tap constructs 

similar to involvement and satisfaction but with a different emotional, energic, or 

affective tone, suggesting a high degree of overlap with PA: “I’m enthusiastic about my 

job’ and ‘‘I feel happy when I am working intensely.’’ The essential considerations for 

present purposes are (a) the distinct characterization of persistence or stability, if not the 

consistency of experience of that state, and (b) the elevated emotional tone of the state 

itself (Schaufeli et al., 2002). 

 Short-term affective reactions are divided into two categories: moods and emotions. 

The critical difference between these two states is their specificity, duration, and 

intensity. Emotions are intense, relatively short-term affective reactions to a specific 

environmental stimulus (Izard, 1993), while moods are less intense and longer-lasting 

and do not have a particular environmental trigger  (Frijda & Mesquita, 1994). Most 

emotional theories support the link between specific emotions and specific behaviour 

types (Fredrickson, 1998), such as engagement. Weiss and Cropanzano (1996) say that 

emotions at work may be more relevant to job satisfaction than are moods. Emotions 

vary in intensity and are considered a critical dimension of engagement since emotional 

intensity influences cognitive and motivational stimulation (Weiss & Cropanzano 

1996). 
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Evidently, there is a relationship between positive emotions and individual outcomes 

from the previous research studies. Positive emotions widen the scope of attention 

(Fredrickson & Branigan, 2005) and increase creativity (Isen, Daubman & Nowicki, 

1987). Besides, positive emotions demonstrated creative problem solving (e.g., Estrada, 

Young, & Isen, 1994; Greene & Noice, 1988; Isen, Johnson, Mertz, & Robinson, 1985). 

Increase a person’s ability to generate and organize ideas (Isen, Nygren, & Ashby, 

1988). Finally, positive emotions demonstrated flexibility, effective problem solving, 

good decision making, clear thinking, and accurate evaluations of events (Aspinwall & 

Taylor, 1997; Estrada, Isen, & Young, 1997; Clark, & Karp, 1978). 

Based on the above findings, a fundamental body of psychological research has shown 

that individuals’ emotions affect job attitudes. The role of emotion is to propel the 

individual physiologically and induce appropriate action (Wallbott & Scherer, 1989). 

The common theme underlying this research is integration, in that the individuals’ 

engagement in their role is impossible without an emotional attachment. Thus, the 

traditional focus of work motivation on behaviour and cognition is limited since it only 

addresses part of the individual hands and mind, but not their heart. Emotions are thus a 

must-have /sine qua non of employee engagement. 

According to Bakker et al. (2008), research on burnout has stimulated research on 

employee engagement. Maslach and Leiter (1997) define burnout as “erosion of 

engagement with the job”. These authors’ view is that employee engagement is 

characterized by energy, involvement, and efficacy (i.e. the direct opposites of 

exhaustion, cynicism, and low professional efficacy, which were identified as the 

dimensions of burnout). In contradiction to this view, Schaufeli et al. (2002) point out 

that engagement is negatively related to burnout. 

According to Johnson (2011), feeling valued and involved is the most vital driver. 

Organizations need to understand the employee’s voice and be aware of employees’ 

needs, issues, and values. Several key components contribute to feel valued and 

involved, including involvement in decision making, the ability to put up ideas, 

opportunities to develop jobs, and the extent to which the organization shows care for 

its employees. 
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4. Behavioural Dimension of Employee Engagement 

Theresa Welbourne (2007) says that if an organization aspired to increase employee 

engagement levels across multiple organizations, they need to focus on behaviours and 

not just attitudes only. The author suggested a role-based performance model shall 

assist in employee engagement by starting with the end goal in mind. The objective of 

all employee engagement initiatives/practices is aimed at improved organizational 

performance. The role-based performance model aids in identifying the types of 

behaviours needed from employees to propel the performance. The model describes five 

key roles that employees occupy at work – “Core job-holder role (what’s in the job 

description); Entrepreneur or innovator role (improving process, coming up with new 

ideas, participating in others’ innovations);  Team member role (participating in teams, 

working with others in different jobs);  Career role (learning, engaging in activities to 

improve personal skills and knowledge) and Organizational member role (citizenship 

role or doing things that are good for the company) of long-term firm performance of 

the behaviours of employee engagement. Some researchers have included OCB and 

related behaviours such as pro-social behaviour, contextual performance, organizational 

spontaneity (Organ, Podsakoff & Mc Kenzie, 2006), role expansion, and proactive 

behaviour personal initiative behavioural dimensions engagement. (Crant, 2000; Frese 

& Fay, 2001).  

Based on the viewpoint of Kahn (1990) and Schaufeli et al. (2002, 2008), the Author 

concluded that employee engagement comprises three dimensions, namely a physical 

dimension (being physically involved in a task and showing vigor and a positive 

affective state), a cognitive dimension (being prudence at work and experiencing 

absorption and involvement), and an emotional dimension (being connected to a 

job/people while working and demonstrating dedication and commitment). 

While several articles are archived on the term “Burnout”, an antipode of engagement, 

research on employee engagement emanate has just begun to derive. Research on 

employee engagement and the dimension associated is not robust yet. Rothmann & 

Rothmann (2011) implicated more research to focus on employees’ needs to be 

engaged. Both organizations and employees should be proactive, committed to high-
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performance standards, and organizations should take responsibility for employees’ 

development. 

2.10 Relative constructs of employee engagement: 

There are many existing related constructs to Employee Engagement, such as Job 

Satisfaction, organizational commitment, and organizational citizenship behaviours. But 

literature demonstrates that they are different from employee engagement. These 

constructs are discussed as follows: 

1. Job Satisfaction: 

Job satisfaction, a widely researched concept, is defined as “A pleasurable or positive 

emotional state resulting from the appraisal of one’s job or job experience.” (Locke & 

Heene, 1986). Harter et al. (2002) begin their engagement using the term engagement-

satisfaction but drop the word satisfaction early in their article. 

Generalized job satisfaction has to be shown to be related to other attitudes and 

behaviours. Positively, it is related to organizational commitment, OCB, job 

involvement, and mental health. Negatively, it has been related to stress and turnover 

(Kreitner & Kinicki, 2004). It has been found that there a weak relationship between job 

satisfaction and performance at an individual level, but it is stronger at the aggregate 

level (Ostroff,1992).  

2. Organizational Commitment: 

Organizational commitment is “ the degree to which an individual identifies with an 

organization and is committed to its goals.” Commitment is related to voluntary 

employee turnover. It is also seen as crucial to individual performance in modern 

organizations that require greater self-management than in the past (Dessler, 1999).  

Job involvement: 

Job involvement is “the degree to which one is cognitively preoccupied with engaged in 

and concerned with one’s present job” (Paulley et al., 1994). Pfeffer (1994) argues that 

individuals being immersed in their work is the primary determinant of organizational 
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effectiveness. In the employee engagement literature, Wellins & Concelman (2004) use 

the term job ownership as a synonym for engagement. 

2.11 Evolution of Employee Engagement: 

The below figure shows a summary of the evolution of Employee Engagement in 

academic and practitioner, in four phases of evolution 

Fig 2.3: Evolution of employee engagement in practitioner and academic literature 

1. Personal Engagement:

Kahn (1990) first defined “personal engagement” in one’s work role as “simultaneous 

employment and expression of a person’s ‘preferred self’ in task behaviours that 

promote attachments to work and to others, personal presence (physical, cognitive, and 

emotional), and active, full role performances,” (pg. 700). Many of the critical themes 

underlying subsequent employee engagement definitions are introduced in Kahn’s 

(1990) study. Building on Hackman and Oldham (1980) and Alderfer (1985a), Kahn 

(1990) asserted that the psychological experience of work drives people’s attitudes and 

behaviours and that individual, interpersonal, group, and organizational factors affect 

that experience. Kahn (1990) notes that underlying engagement is ideas including: 

“effort (Hackman and Oldham, 1980), involvement (Lawler and Hall, 1970), flow 

(Csikszentmihalyi, 1982), mindfulness (Langer, 1989), and intrinsic motivation (Deci, 
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1975)” (pg. 700). Kahn further asserts that engagement connotes the expression of real 

identity, thoughts, and feelings. The outcomes of such expression include: “creativity 

(Perkins, 1981), the use of personal voice (Hirschman, 1970), emotional expression 

(Rafaeli and Sutton, 1987), authenticity (Baxter, 1982), non-defensive communication 

(Gibb, 1961), and ethical behaviour. 

Kahn used an ethnographic, grounded theory method involving two in-depth cases to 

develop a framework in which employee engagement correlated to three antecedent 

psychological attributes: meaningfulness, safety, and availability. Meaningfulness is 

“the value of a work goal or purpose, judged concerning an individual’s ideals or 

standards”; safety is “feeling able to show and employ one’s self without fear of 

negative consequences to self-image, status, or career”; and availability means “an 

individual’s belief that s/he has the physical, emotional or cognitive resources to engage 

the self at work” (May et al., 2004; Kahn, 1990). May et al. (2004) empirically tested 

Kahn’s framework and found significant relationships between engagement and 

meaningfulness, safety, and availability, respectively. 

 

Kahn (1990) explicitly frames these three attributes as contractual, saying: 

 

“People vary engagements according to their perceptions of benefits, or the 

meaningfulness, and the guarantees, or the safety, they perceive in situations. 

Engagement also varies according to the resources they perceive themselves to have—

their availability. This contractual imagery helped make sense of the participants’ 

experiences and offered a conceptual structure to link the three psychological 

conditions. (pg. 703)” 

 

2. Burn Out: 

An alternative approach, rooted in positive psychology and frequently termed the 

burnout family, defines “work engagement” as the opposite of psychological burnout 

(Seppälä et al., 2009; Schaufeli et al., 2002; Maslach and Leiter 1997; Maslach et al. 

1996, 2001). Maslach and Leiter (1997) characterized engagement as having sub-

dimensions that oppose the three burnout dimensions, exhaustion, cynicism, and lack of 

professional efficacy. Schaufeli et al. (2002) built on this initial frame and defined work 
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engagement as “a positive, fulfilling, work-related state of mind that is characterized by 

vigor, dedication, and absorption. Referring to it as a “persistent and pervasive 

affective-cognitive state that is not focused on any particular object, event, individual, 

or behaviour” (pg. 74). vigor, defined as “high levels of energy and mental resilience 

while working, the willingness to invest effort in one’s work, and persistence in the face 

of difficulties”, was first conceived as the opposite of emotional exhaustion (pg. 74). 

The opposite of cynicism is dedication, defined as “a sense of significance, enthusiasm, 

inspiration, pride, and challenge” (pg. 74). Dedication is similar to job involvement and 

includes high levels of psychological identification with one’s job; however, it goes 

beyond traditional conceptions of involvement as a cognitive state to include an 

affective state or a strong feeling of involvement. Absorption, not a direct opposite of a 

burnout dimension, is “being fully concentrated, happy, and deeply engrossed in one’s 

work whereby time passes quickly” and “difficulty detaching oneself from work” 

(pg.75). Absorption, which is conceived as relatively stable, is distinguished from the 

similar but more complicated concept of flow, which is an optimal, short-term peak 

experience comprising a state of focused attention, clear mind, effortless concentration, 

control, loss of self-consciousness, distortion of time, and intrinsic enjoyment, 

(Schaufeli et al. 2002; Csikszentmihalyi, 1990). Researchers in the burnout family have 

developed an instrument to measure vigor, dedication, and absorption called the Utrecht 

Work Engagement Scale (UWES), further discussed below (Schaufeli and Bakker, 

2003). 

3. Practitioner Literature:

Employee engagement has picked up a balance in practitioner literature concurrent with 

the burnout family's emergence in academic literature. Practitioner publications offer 

further conceptualizations of employee engagement, often incorporating an 

organizational focus and an individual focus to the construct. For example, Towers 

Perrin’s Global Workforce Study (2003) defines engagement as a willingness to help 

the company succeed and apply discretionary effort. It looks at emotional, rational, and 

motivational factors influencing the work experience. The Institute for Employment 

Studies (IES) worked with its practitioner partners to define engagement as “a positive 

attitude held by the employee towards the organization and its values. An engaged 
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employee is aware of the business context and works with colleagues to improve 

performance to the organization’s benefit. The organization must work to develop and 

nurture engagement, which requires a two-way relationship between employer and 

employee” (Robinson et al., 2004, pg 1). Consistent with Kahn’s (1990) insights 

regarding an underlying contractual agreement, IES notes their clients see engagement 

as a two-way reciprocal exchange relationship, similar to the psychological contract, 

exemplified by employees understanding where they fit in the larger organizational 

context (Robinson et al. 2004). Penna (2007) developed a hierarchy of engagement 

similar to Maslow’s hierarchy of needs, in that basic needs must be satisfied for 

engagement to manifest. Engagement, defined as the desired state of common purpose 

and shared meaning at work, is generated when employees are satisfied with pay and 

benefits; perceive development opportunities, and align with corporate values (Markos 

and Sridevi, 2010; Penna, 2007). 

Several influential practitioner publications define employee engagement, at least in 

part, by the behaviours engaged employees demonstrate. For example, the Gallup 

Organization (2006) describes engaged employees as those who “work with a passion 

and feel a profound connection to their company” and “drive innovation and move the 

organization forward.” On behalf of IES, Robinson et al. (2004) say that behaviours of 

engaged employees include: “belief in the organization; the desire to work to make 

things better; understanding of business context and the ‘bigger picture’; respectful of, 

and helpful too, colleagues; willingness to ‘go the extra mile, and keeping up-to-date 

with developments in the field” (pg. 3). In other words, behavioural outcomes are 

inextricably linked to employee engagement. 

Practitioner literature also emphasizes the drivers and outcomes of engagement. 

Antecedents discussed include influence in decisions or empowerment (Towers Perrin, 

2003; Robinson et al., 2004; DDI, 2005), management concern for worker well-being 

(Towers Perrin, 2003; Robinson et al., 2004), recognition (DDI, 2005), development 

opportunities (Penna, 2007, DDI, 2005, Robinson et al., 2004), pay and benefits 

(Robinson et al., 2004; Penna, 2007), teamwork and cooperation (DDI, 2005; Robinson 

et al., 2004), immediate management (Robinson et al., 2004), friendships at work 
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(Wagner and Harter, 2006); and family friendliness, fair treatment, health and safety, 

performance and appraisal, and job satisfaction (Robinson et al., 2004). Outcomes are 

similarly myriad. Hewitt Associates, LLC (2005) links engagement with profitability 

through productivity, sales, customer satisfaction, and employee retention. Gallup 

(2012) relates engagement to productivity, profitability, customer-focus, safety, and 

employee retention. Other literature links engagement to productivity, profitability, and 

customer loyalty and satisfaction (Markos and Sridevi, 2010; Coffman, 2000; Ellis and 

Sorensen, 2007; Towers Perrin, 2003; Hewitt Associates, 2004; Heintzman and Marson, 

2005). 

4. Current State:

Recent academic literature builds on the two dominant academic families of employee- 

engagement conceptualization. Still, it is also informed by the practitioner literature in 

that it includes an organizational and individual focus. Authors commonly state 

engagement as a level of intellectual and emotional commitment to one’s job and one’s 

organization (Saks, 2006, Baumruk et al. 2004; Richman, 2006; Shaw, 2005), or a 

positive feeling held by the employee towards the organization (Vaijayanthi et al. 2011; 

Robinson et al., 2004). 

It may be noted that no consensus exists in the engagement’s object in the literature. As 

illustrated in Table above, employees are said to engage with tasks and roles (Kahn, 

1990); their work (Schaufeli et al., 2002; Harter et al. 2002; Nelson and Simmons, 

2003); their organization (Towers Perrin, 2003; Robinson et al., 2004); and jobs, 

colleagues and organization altogether (Vaijayanthi, 2011). Alternatively, Saks (2006) 

concludes that job engagement and organizational engagement are distinct. 

Also consistent with early practitioner conceptualizations of the construct, much recent 

literature relates employee engagement to behaviors (e.g., Macey and Schneider, 2008; 

Saks, 2006; Mastrangenlo, 2009; Frank et al., 2004). Behavior is described as a natural 

consequence of engagement or, on occasion, as a component of engagement (e.g., 

Macey and Schneider, 2008). Most engagement literature does not explicitly distinguish 

between actual behaviors and intention or motivation to act. Macey and Schneider’s 

(2008) article, The Meaning of Employee Engagement, is a recent, frequently-cited 
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review that exemplifies the current state of conceptualization. The authors acknowledge 

an ongoing debate about employee engagement's precise definition and dimensionality, 

asserting that the argument indicates that traditional research streams have failed to 

capture the comprehensive essence of engagement adequately. They argue that 

engagement includes well-travelled constructs like organizational commitment, job 

involvement and empowerment, and newer ideas like vigor; further, the compilation of 

these ideas into a single construct is meaningful above and beyond its components. 

Macey and Schneider (2008) partition the idea of employee engagement into three 

categories: trait, state, and behavioural engagement. The three types together constitute 

employee engagement. Trait engagement describes personality characteristics or 

dispositions, such as positive trait affect, proactivity, and conscientiousness. 

Psychological state engagement includes a high degree of involvement of the self and 

relatively sound effect, including the energy, identification, and absorption dimensions 

of an employee’s relationship with their work – essentially, work Engagement. It also 

includes organizational commitment, job involvement, psychological empowerment, 

and some characteristics of job satisfaction. Behavioural engagement is actions 

employees take in service to the organization’s goals. The actions include extra-role 

behaviours, adaptivity, role-expansion, initiative, and innovation, within or without the 

formal context of an employee’s role. Macey and Schneider (2008) present a conceptual 

model based on trait-state-behaviour delineation. Behavioural engagement is an 

outcome of the psychological state, and trait engagement is an antecedent to the 

psychological state. Transformational leadership, trust in top management, and work 

attributes are positioned as exogenous variables affecting relationships between trait and 

state and state and behaviour. 

Although Macey and Schneider (2008) have, in many ways, become the conceptual 

benchmark for employee engagement, their work has critics. For example, Saks (2008) 

argues that the central engagement construct has been adequately defined and 

instrumented in prior literature as work engagement. Other constructs in Macey and 

Schneider’s (2008) model do not combine with work engagement into a new construct 

of distinct meaning. Supporting these criticisms is that Macey and Schneider (2008) fail 
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to provide a succinct, measurable engagement definition. The trait-state-behavior 

framing provides a bottom-up rather than the theoretically-based rationale for inclusion 

and exclusion of attributes. Further, they say that engagement comprises all three facets 

(trait, state, and behavior), blurring the meaning of delineating the three in the first 

place. 

A few recent studies frame engagement regarding an individual’s perception of the 

employment exchange relationship, which builds on Kahn’s (1990) insight regarding an 

underlying contractual arrangement linking antecedents with engagement. For example, 

Saks (2006) posits that employment relationships evolve into trusting, loyal, based on 

the social exchange theory. Mutual commitments provided specific exchange rules are 

met, and employee engagement is one-way employees repay their organizations to 

provide resources and benefits (Saks, 2006; Cropanzano and Mitchell, 2005). A related 

but not frequently-discussed idea in employee engagement literature is that of an 

employee’s psychological contract, which Rousseau (1989) defines as “an individual’s 

belief regarding the terms and conditions of a reciprocal exchange agreement between 

the focal person and another party” (pg. 123). Robinson et al. (2004) note that HR 

professionals view engagement as similar to the psychological contract, in as much as it 

is an unwritten two-way relationship underpinned by trust. 

Many recent academic studies acknowledge a lack of definitive consensus on the 

conceptualization of the employee engagement construct. Still, they seek to contribute 

in the broader nomological space, testing relationships between employee engagement 

and: 

• Personal traits like gender and tenure (Ying, 2009) and emotional intelligence

(Ravichandran et al., 2011);

• psychological empowerment and job insecurity (Stander and Rothmann, 2010);

• organizational workflow (Cowardin-Lee and Soyalp 2011);

• creative work process (Haq et al., 2010);

• job satisfaction (Abraham, 2012); and

• organizational citizenship behaviour (Saradha and Patrick, 2011).

Other studies have focused not on the core construct but rather on contexts in which it 

might manifest, for example, investigating employee engagement practices in 
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manufacturing and industrial settings (Vaijayanthi et al., 2011; Sarkar 2011); and 

technology organizations (Saradha and Patrick, 2011). 

2.12 Importance of Employee Engagement: 

Engagement is essential for managers to cultivate, given that disengagement or 

alienation is central to workers’ lack of commitment and motivation. Meaningless work 

is often associated with apathy and detachment from one's results. In such conditions, 

individuals are thought to be estranged (Seeman, 1972). Other Research using a 

different terminology of engagement (involvement and enthusiasm) has linked it to such 

variables as employee turnover, customer satisfaction – loyalty, safety, and to a lesser 

degree, productivity a profitability criterion (Harter, Schnidt & Hayes, 2002). 

An organization’s capacity to manage employee engagement is closely related to its 

ability to achieve high-performance and superior business results. Some of the 

advantages of Engaged employees are: 

• Engaged employees will stay with the organization, advocate for the company 

and its products and services, and contribute to bottom-line business success. 

• They will generally perform better and are more motivated. 

• There is a significant link between employee engagement and profitability. 

• They form an emotional attachment to the company. That impacts their attitude 

towards the clients and improves customer satisfaction and service levels. 

• It builds passion, commitment, and alignment with the organization’s strategies 

and goals 

• Increases employees’ trust in the organization 

• Creates a sense of loyalty in a competitive environment 

• Provides a high-energy working environment 

• Boosts business growth 

Makes the employees effective brand ambassadors for the organization. A highly 

engaged employee will consistently deliver beyond expectations. In the workplace, 

research on employee engagement (Harter, Schmidt & Hayes, 2002) has repeatedly 

asked employees whether they have the opportunity to do what they do best every day. 

While one in five employees strongly agree with this statement. Those work units 

scoring higher on this perception have significantly higher performance. 

90



Thus, employee engagement is critical to any organization that seeks to retain valued 

employees. The Watson Wyatt consulting companies have proved an intrinsic link 

between employee engagement, customer loyalty, and profitability. As organizations 

globalize and become more dependent on technology in a virtual working environment, 

there is a greater need to connect and engage with employees to provide them with an 

organizational ‘identity.’ 

2.13  Characteristics of an engaged employee: 

According to Robinson, Perryman, and Hayday (as cited in IES, 2003), an engaged 

employee has the following characteristics: 

• Engaged employees are more emotionally attached to their job and the

organization.

• They have trust in the employers of the organization.

• Engaged employees are found more committed to their work and the

organization.

• Create a healthy working environment and respect other employees of the

organization.

• Cooperate with their peers to perform effectively.

• Engaged employees perform beyond the expectation of the employers.

• Perform their work because of the goals and objectives of the organization.

• Engaged employees make the necessary change as per requirement and keep

update with the knowledge in their field.

2.14 Benefits of employee engagement: 

Having high levels of employee engagement can have many benefits. It creates a 

positive atmosphere in the business environment, resulting in employees having a 

positive attitude towards the organization, which increases an organization's level of 

productivity (Sundaray, 2011). “When employees are not engaged in their organization 

it will affect levels of performance, through higher absenteeism, higher turnover, lower 

productivity, and a recruitment and training cost” (AbuKhalifeh & Som, 2013, p.41); 

therefore, when an employee is engaged, they are more likely to stay committed to an 
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organization, and work alongside the organization to achieve its goals and objectives 

(Bakker et al., 2012). It consequently results in higher levels of performance. 

2.15 Drivers of employee engagement: 

The various benefits of employee engagement have led to attention to its drivers and 

influencers in extant literature. This sub-section reviews the relevant studies that 

examine drivers of employee engagement. At the end of this sub-section, it summarizes 

various authors' contribution. 

Many consulting organizations and researchers worldwide have identified factors that 

can build employee engagement blocks. Hewitt's survey (2003) identified ten factors 

that lead to a positive feeling in the employee, which leads to employee engagement. 

Hewitt Associates (Ray Baumruk 2006) has worked with 2000 companies representing 

four million employees and has identified key drivers of engagement – employee 

relations, total rewards, career opportunities, quality of work-life, HR practices & actual 

work itself. They have focused on five steps that managers can take to facilitate 

employee engagement – Coaching & Career Support, Recognition, Accountability, 

Involvement, and Communication. 

An initial study by Eisenberger et al. (1986) contends that employees will be engaged 

when perceiving a culture of justice and support. The authors also stated that employee-

job fit and active management of employee expectations regarding the job augment 

employee engagement. Kahn (1990) points out three aspects of workplace culture that 

promote employee engagement. These aspects are meaningfulness, supervisor and co-

worker support, and resources availability. Kahn (1990) further elaborates that 

meaningfulness at the workplace can be achieved through job enrichment and work-role 

congruence. Maslach et al. (2001) state that employee engagement is positively linked 

to perceived control, choice, fairness, justice, organizational support, and workload 

sustainability. 

Bakker et al. (2008) stated that job and personal resources as important factors 

associated with employee engagement. Therefore, most of the research on engagement 

as an experience of work activity has utilized the Job Demands-Resources (JDR) model 
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(Demerouti, Bakker, Nachreiner & Schaufeli, 2001; Hakanen et al., 2008), and the 

Conservation of Resources (COR) theory (Hobfoll, 1989, 1998) to study the factors 

associated with employee engagement. 

Although many organizations have an engagement “vision,” few have broken this down 

into clear goals, objectives, and behaviours (Kieron shaw,2005). They often fail to 

communicate clearly what the few critical outcomes of an engagement program should 

be. An engagement strategy-setting process should include defining engagement, 

clarifying goals, qualifying outcomes, determining drivers, measuring, and acting. 

Peter Cheese (2005) has focused on analysing data collected from 2400 employees & 

240 HR executives from 26 organizations through a new measurement tool. This 

Accenture Human Capital Development framework revealed that organizations with the 

most engaged employees had built a culture that fosters motivation, commitment, and 

passion for work. Variables like recognizing & rewarding performance, learning 

environment, creating knowledge sharing groups, and managing the culture of change 

build employee engagement. 

The Conference Board, a prestigious non-profit business membership and research 

organization in the USA (2006), identified critical drivers as trust and integrity, nature 

and content of the job, career growth, co-workers/ team members, and employee 

development’s skills. Woodruffle (2006) has suggested ten ways to engage employees. 

He has given the particular emphasis on non-financial motivators like advancement, 

autonomy, civilized treatment, employer commitment, environment, exposure to senior 

people, awarding of due praise, availability of support, feeling of being challenged, 

feeling of being trusted, feeling of working for a fair and reliable organization, feeling 

of working on functional assignments and respecting work/life balance. 

Gerard H. Seijts and Dan Crim (2006) state that leaders must identify the level of 

engagement in their organization and implement behavioral strategies to facilitate full 

engagement. They have summarized ten C’s of Employee Engagement and suggested 

what leaders can do to show that they value employees to engage them. Leaders should 

provide challenging and meaningful work with opportunities for career advancement. 

They opine that providing career growth and job enrichment opportunities can benefit. 
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Instilling confidence in employees in their abilities and resources to achieve success can 

foster employee engagement. Leaders must communicate a clear vision that will enable 

employees to understand the organization’s goals, why they are essential, and how they 

can best be achieved. Clarity about what the organization stands for, what it wants to 

achieve, and how people can contribute to its success is not always evident. Good 

leaders clarify their expectations about employees and provide feedback on their 

organisation's functioning. They establish processes and procedures that help people 

master essential tasks and facilitate goal achievement. They also stated that good 

leaders congratulate liberally by showering praise and recognition whenever necessary. 

People want to know that their input matters and contribute to the organization’s 

success in a meaningful way. 

Employees value control over their jobs, and leaders' flow and pace can create 

opportunities for employees to exercise this control. Studies show that when employees 

work in teams and have the trust and cooperation of their team members, they 

outperform individuals and teams which lack good relationships. Great leaders are team 

builders who create an environment that fosters trust and collaboration. Leaders should 

strive to maintain a company’s reputation and demonstrate high ethical standards. 

People want to be proud of their jobs, performance, and organization. Good leaders help 

create confidence in a company by exemplars high ethical and performance standards. 

Gerard H. Seijts and Dan Crim (2006) have also said that if leaders actively try to 

identify engagement levels in their organization, find the reasons behind the lack of full 

engagement, strive to eliminate those reasons and implement behavioral strategies to 

facilitate full engagement. They assert that if these efforts should be ongoing, employee 

engagement will be easy to achieve. 

According to the Penna research report (2007), meaning at work has the potential to be 

a valuable way of bringing employers and employees close together to the benefit of 

both where employees experience a sense of community, the space to be themselves, 

and the opportunity to contribute, they find meaning. Employees want to work in 

organizations where they find meaning at work. Penna's (2007) researchers have also 

developed a new model called “Hierarchy of engagement” that resembles Maslow’s 
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need hierarchy model. In the bottom line, there are basic needs of pay and benefits. 

Once an employee satisfies these needs, the employee looks to development 

opportunities and promotion, and then the leadership style will be introduced to the 

model's mix. Finally, when all the above-cited lower level aspirations have been 

satisfied, the employee looks to an alignment of value-meaning, displayed by a real 

sense of attachment, a common purpose, and a shared understanding of meaning at 

work. 

Rothmann and Pieterse (2007) studied the relationship between job resources and 

employee engagement and found that growth opportunities (i.e. variety, learning 

opportunities, and autonomy) best predicted employee engagement. Rothmann and 

Joubert (2007) identified that organizational support and growth opportunities were 

strong predictors of employee engagement in the mining industry. High job resources, 

such as social support and feedback, may reduce the effects of job demands (Demerouti 

et al., 2001).  

Five steps to employee engagement (Pasquale Mazznca- Hamilton Davenport Partners 

July 2007) can include clearing expectations regarding the job, career-advancing, 

learning and development opportunities, regular feedback, perception of values, 

missions and vision, and quality of working relations. 

According to Upasana Agarwal et al. (2007), employee-employer relationships 

influence an organisation's economic and behavioural outcomes. HR practices are a part 

of high-performing organizations, but organizations with similar HR practices & 

employee skills vary in employee engagement. The authors have mentioned that 

employee engagement antecedents are in the nascent stage and have not been identified 

fully. Lack of engagement is endemic and is causing immense and small organizations 

worldwide to incur excess costs, underperform on critical tasks, and create widespread 

customer dissatisfaction (Rampersad, 2008). 

According to B Medlin et al. (2008), there is a relationship between goal-setting, 

optimism, and engagement and the impact on individual employee performance. Results 

indicate that organizations that feature formal, structured goal-setting processes lead to 

higher employee engagement levels. Higher levels of employee engagement lead to 
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increased employee optimism. Strong workplace optimism, in turn, leads to improved 

employee performance. 

Blessing White’s Engagement Model (2008) focuses on individual contributions to the 

organization’s success and the personal contribution of his role. It identifies the 

organization’s goal with employees' values and aspirations as employee engagement 

drivers. They view engaged employees as ‘enthused’ and ‘in gear”, using their talents to 

make a difference in their employee’s quest for sustainable business success. 

David Zinger (2009) has outlined a framework comprising organizational inputs, 

leadership inputs, and individual inputs of an employee to create and foster engagement. 

According to him, the organization can contribute significantly by ascertaining 

employees' pulse, creating a culture where employees are valued, trusted, and 

recognized. Top management is committed to engaging employees, treating high 

performing employees differently, and educating managers to leverage their roles to 

enhance engagement. Zinger (2009) found out that leaders should first engage 

themselves, listen actively, strengthen subordinates, and find the simplest and 

significant ways for engaging employees. Finally, employees need to focus on their 

contribution, be responsible and accountable, master personal energy and take their 

organization to greater heights. 

According to Taylor (The Towers Perrin Global Workforce Study: Closing the 

Engagement Gap: A Road Map for Driving Superior Business Performance," 2008, 

accessed on Dec 8th, 2011, from http://www.towersperrin.com/ ), there are ten critical 

leadership capabilities that are essential to engaging employees are building trust, 

building esteem, communicating effectively, building an enjoyable and fulfilling work 

environment, being flexible in understanding individual needs—developing talent and 

coaching team members, reinforcing high levels of performance, engaging necessary 

knowledge, monitoring engagement issues, and identifying appropriate team members 

for the team. 

A study was undertaken by Sarkar (2011) on employee engagement practices in the 

manufacturing sector revealed that rigorous training and development, idea collection 

schemes, a monthly update on corporate goals and directions, providing growth 

96



opportunities, showing employees that you care about them are positive facilitators of 

engagement of employees.  

As said in the literature review, various individual and organizational drivers can act as 

antecedents and facilitate employee engagement. Despite these drivers' presence, the 

extent and type of employee engagement may differ among organizations. 

Many researchers believe that role clarity is a significant driver of employee 

engagement (Harter et al., 2002; Medlin and Greene, 2008). They opine that role clarity 

and employees’ understanding of their contribution to the total organizational plan 

encourages engagement and bolsters employee performance (Harter et al., 2002). 

Another frequently cited antecedent of employee engagement is psychological 

empowerment at the workplace (Schaufeli et al., 2002; Jose and Mampilly, 2014). The 

Towers Perrin Employee Engagement report (2003) established ten employee 

engagement drivers. In order of decreasing importance, these drivers are “senior 

management’s interest in employees’ well-being, challenging work, decision-making 

authority, evidence that the company is focused on customers, career advancement 

opportunities, the company’s reputation as a good employer, a collaborative work 

environment where people work in teams, resources to get the job done, input on 

decision-making, a clear vision from senior management about future success” (Towers 

Perrin, 2003, p. 9). Vance (2006) identified the organisation's vision and mission, work-

life balance policies, reward system, learning and development, and employee treatment 

as influencers of employee engagement. A study conducted in the same year by Saks 

(2006) established the nature of work, supervisor and organizational support, reward, 

justice, and recognition as influencers of employee engagement. Seijts and Crim (2006) 

proposed the 10Cs framework of employee engagement. These ten Cs are career, 

connect, clarity, congratulate, control, confidence, contribute, collaborate, convey, and 

contribute. The authors believe that these ten Cs are crucial drivers of employee 

engagement. 

Heger (2007) contends that a compelling and personal employee value proposition 

drives employee engagement. The author elaborates that recognition for good 

performance, skill and knowledge enhancement opportunities, career growth, a fair 
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performance appraisal system, and reduced barriers to performance/performance 

enablers constitute a forceful employee value proposition. According to Heger (2007), 

leadership ethics, cogent job expectations, teamwork, leadership, and management 

support are other influencers of employee engagement. Though not providing 

conclusive evidence, Walton (2009) hypothesized that pay, rewards, and 

communication motivate employees and enhance their job engagement. Gary (2010) 

found employee development, internal communications, and leadership as the key 

drivers of employee engagement in the automotive industry. A study conducted by 

Bakker et al. (2012) established two types of employee engagement drivers. Pay, perks, 

and promotions constitute the rational drivers of employee engagement, and personal 

influence constitutes the emotional driver of employee engagement. Ruck and Welch 

(2012) believe that persuasive, open, and honest communication enhances employee 

engagement. A qualitative study on employee engagement conducted by Witemeyer 

(2013) cited reciprocal trust between employees and employers, quality of supervision, 

transparent communication, employee recognition, job security, job satisfaction, access 

to training, and development opportunities antecedents/precursors of employee 

engagement. Mishra and Mohanty (2016) established senior leadership, manager, 

colleagues, work environment, process, and company reputation as drivers of employee 

engagement in a manufacturing firm. Sandhu et al. (2017) examined employee 

engagement drivers in the education industry. The authors found that the work 

environment, compensation system, emotional satiety, and career progression 

opportunities significantly impact employee engagement. 

Below table 2.5 summarizes the literature reviews on Drivers of Employee Engagement 

Work-role 

congruence 

(Eisenberger 

et 

al., 1986; 

Kahn, 1990) 

Quality of 

supervision 

(Kahn, 1990; 

Saks, 2006; 

Rasheed et 

al., 

2013; 

Witemeyer, 

2013) 

Resource 

adequacy 

(Kahn, 

1990; 

Towers 

Perrin, 

2003; 

Mozammel 

and 

Haan, 2016) 

Quality of 

teamwork 

(Kahn, 

1990; 

Towers 

Perrin, 

2003; 

Heger, 

2007) 

Nature of 

work (Kahn, 

1990; 

Towers 

Perrin, 

2003; 

Saks, 2006) 

Sustainabilit

y 

of workload 

(Maslach et 

al., 

2001) 
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Personal 

control and 

empowerment 

(Maslach et 

al., 2001; 

Schaufeli et 

al., 2002; 

Seijts and 

Crim, 2006; 

Jose and 

Mampilly, 

2014) 

Role clarity 

(Harter et al., 

2002; Heger, 

2007; 

Medlin 

and Greene, 

2008) 

Customer 

orientation 

(Towers 

Perrin, 

2003) 

Career 

growth 

(Towers 

Perrin, 

2003; 

Heger, 

2007, 

Bakker et 

al., 

2012) 

Leadership 

support 

(Towers 

Perrin, 

2003; 

Heger, 

2007) 

Autonomy 

(Towers 

Perrin, 

2003) 

Clarity of 

vision/missio

n 

(Towers 

Perrin, 

2003; Vance, 

2006) 

Company 

reputation 

(Towers 

Perrin, 2003; 

Mishra and 

Mohanty, 

2016) 

Organizatio

nal 

justice 

(Vance, 

2006; 

Rasheed et 

al., 

2013) 

Skill and 

knowledg

e 

enhancem

ent 

opportunit

ies 

(Vance, 

2006; 

Heger, 

2007; 

Gary, 

2010; 

Witemeye

r, 

2013) 

Pay and 

rewards 

(Saks, 

2006; 

Vance, 

2006; 

Walton, 

2009; 

Bakker 

et al., 2012) 

Work-life 

balance 

policies 

(Vance, 

2006; 

Susi and 

Jawaharrani, 

2010) 

Transparent 

system of 

performance 

appraisal 

(Heger,2007) 

Reduced 

barriers to 

performance 

(Heger, 

2007) 

Leadership 

ethics 

(Heger, 

2007) 

Recogniti

on 

for good 

performan

ce 

(Heger, 

2007; 

Witemeye

r, 

2013; 

Ghosh et 

al., 2016) 

Open 

communicat

ion 

(Walton, 

2009; 

Gary, 2010; 

Ruck and 

Trainer, 

2012; 

Witemeyer, 

2013) 

Personal 

influence 

(Bakker et 

al., 

2012) 
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Job security 

(Witemeyer, 

2013) 

Job 

satisfaction 

(Witemeyer, 

2013) 

Work 

environment 

(Mishra and 

Mohanty, 

2016), 

(Macey et 

al. 2009), 

Chan & 

Huak 

(2004), 

McCoy & 

Evans 

(2005), 

Sageer et al. 

(2012) 

Work 

process 

(Mishra 

and 

Mohanty, 

2016) 

Perceived 

customer 

participation 

(Ghosh et 

al., 

2016) 

Organizatio

nal culture, 

career 

planning, 

incentives, 

organization

al support 

(Bhatnagar, 

2007) 

Teamwork, 

pleasant work 

conditions, 

Employee 

treatment, 

career growth 

opportunities 

(Ramadevi,20

09) 

Health & 

Safety, 

communicati

on, 

relationships 

at work (IES, 

2005) 

Employee 

welfare, 

Empowerm

ent, 

Employee 

growth, 

Interpersona

l 

relationship

s (Mani 

2011) 

Health & 

Safety 

(Gallup, 

Kahn,199

0) 

Organizatio

nal support 

Pati, S. P., 

& Kumar, P. 

(2010), 

Eisenberger, 

R., Malone, 

G. P., & 

Presson, W. 

D. (2016), 

Sadeli, J. 

(2015), 

Saks, A. M. 

(2006) 

Organizatio

nal 

communicat

ion 

 

 

Karanges, 

E., 

Johnston, 

K., Beatson, 

A., & Lings, 

I. (2015), 

Sarangi, S., 

& 

Srivastava, 

R. K. 

(2012), 

Mishra, K., 

Boynton, L., 

& Mishra, 

A. (2014) 

Peer 

relationships 

J.anitha 

(2014), 

Bederkar & 

Pandita 

(2014), 

Kumar & Sia 

(2012) 

Exceptional 

Leadership 

 

Kowalczyk 

& Pawlish 

(2002), 

Penna 

(2007), 

Heger (2007) 

Traning & 

developmen

t Salanova 

et al. 

(2005), 

Devi 

(2009), 

Grugulis 

and 

Wilkinson 
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(2002), 

Kakongoro 

(2008), 

(Lard et al. 

2003), 

Aswathappa 

(2005), 

Armstrong 

& Taylor 

(2014) 

Table 2.5: Drivers of Employee Engagement {Source: Authors compilation} 

2.16 Theories and models of employee engagement: 

1. Social Exchange theory:

Saks (2006) has proposed a social exchange theory about employee engagement. This 

theory provides a hypothetical basis to discuss why employees become more or less 

engaged in their works. Social exchange theory proposes that obligations are made 

through a series of interactions between parties in a reciprocal interdependence state. It 

is a given and take relationship and perceived fairness between the two parties, which 

dictate how successful the relationship is. AbuKhalifeh and Som (2013) discussed the 

basic rule of social exchange theory: the relationship grows over time into trusting, 

loyal and mutual understanding as long as the parties stand by specific rules of the 

exchange. Therefore, an employee's effective technique to pay their organization is 

through their engagement level towards their work. 

Saks (2006) argued that the employees' level of engagement depends on the facilities 

and resources they receive from their organization. Making full involvement in their 

works and dedicating a higher amount of cognitive and emotional, and physical 

resources is essential for every employee to respond to the organizational action 

(AbuKhalifeh & Som, 2013). When the employees receive resources from their 

employer, they feel they "owe" the organization by becoming more engaged and bring 

themselves more into their works effectively to repay their organization. When an 

organization fails to provide these kinds of resources, employees are more likely to 

withdraw and disengage from their work. Therefore, all of the resources, cognitive, 

emotional, and physical, which an employee brings to their works are provisional on the 

resources which they receive from their organization (Kahn, 1990). Thus, employee 

101



 

engagement consists of psychological and emotional connection between employees 

and the organization, leading to a positive or negative performance at work 

(AbuKhalifeh & Som, 2013). 

Saks's (2006) study also suggested a meaningful distinction between job engagement 

and organization’s engagement. He was the first of the academic theorists to separate 

both types of engagement into related but distinct constructs. 

2. Kahn Model of Engagement: 

Kahn (1990) was the first academic researcher who used the term employee 

engagement and defines the term employee engagement as “the simultaneous 

employment and expression of a person’s “preferred self” in task behaviours that 

promote connection to work and others, personal presence and active full role 

performance.” 

Kahn (1990) has developed the first grounded, personal engagement model and 

personal disengagement. Kahn's work conceptualized employee engagement and is 

therefore considered a seminal work on the topic and contributed significantly to further 

developing the concept. According to the Kahn model of engagement, employees can 

be engaged on three different levels that are physical, emotional, and cognitive. These 

three levels are affected by three other psychological conditions: meaningfulness, 

safety, and availability. These conditions influence employees' performance at their 

works Sakovska (, as cited in Kahn, 1990). 

Kahn (1990) found that workers were more engaged at work in situations that offer 

them more psychological meaningfulness and psychological safety and when they were 

more psychologically available. He also looked at why the three psychological 

conditions of meaningfulness, safety, and availability are essential to understand why 

people become engaged in their work altogether. He defined meaningfulness as the 

upbeat "sense of return on investments of self in role performance", safety as the ability 

to show one's self "without fear or negative consequences to self-image, status or 

career" and availability as the "sense of possessing the physical, emotional and 

psychological resources necessary" for the completion of the work. These psychological 
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conditions positively connect with the employees' engagement (May, Gilson, & Harter, 

2004). 

3. Saks model of Employee Engagement:

Saks (2006) conducted a study to test a model of the antecedents and consequences of 

job engagement and organization engagements. This model was based on the social 

exchange theory. Saks found that the variables which lead to job engagement and 

organization engagement are different. He also reported that the consequences of job 

engagement and organization engagement are also different. The findings of tests done 

by Saks showed that: 

• There is a meaningful difference between the constructs of job engagement and

organization engagement.

• Several variables predict job engagement and organization engagement: job

characteristics, perceived organizational and supervisor support, rewards and

recognition, and procedural and distributive justice.

• An organization's support is a positive predictor of job and organization

engagement.

• Job characteristics significantly predict job engagement.

• Procedural justice is an essential predictor of organization engagement.

• Job engagement and organization engagement are related to personal

consequences.

• Job engagement and organization engagements are significant predictors of job

satisfaction, organizational commitment, intentions to quit, and organizational

citizenship behaviour.

• Job engagement and organization engagement mediates the relationship between

antecedent variables and employee engagement consequences.
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Figure 2.4 -  Saks Model of the Antecedents and Consequences of Employee 

Engagement {Source: Adapted from Saks (2006).} 

4. Macey and Schneider Model of Engagement (2008): 

The meaning of employee engagement is chaotic among academic researchers and 

practitioners. They show that the term is used at different times to refer to psychological 

states, traits, behaviors, and antecedents and outcomes. Studying diverse, relevant 

literature, they offered a series of propositions about (a) psychological state 

engagement, (b) behavioral engagement, and (c) trait engagement. Besides, the paper 

gave recommendations regarding the effects of job attributes and leadership as the 

primary effects on state and behavioral engagement and moderators of the relationships 

among the three facets of engagement. 

 

 

 

 

 

 

 

 

     Figure 2.5: Macey and Schneider Model of Engagement (2008) 

 

104



A. Trait Engagement: (Personality Traits): Positive views of life and work

He is regarded as an inclination or orientation to experience the world from a particular 

vantage point. Comprises several interrelated personality attributes, including trait 

positive affectivity, conscientiousness, the proactive personality, and the autotelic 

personality suggesting the inclination to experience work in positive, active, and energic 

ways and to behave adaptively in displaying effort at going beyond what is necessary 

and initiating change to facilitate organizationally relevant outcomes. (Macey & 

Schneider, 2008). 

i. Proactive Personality - Facet of trait engagement, a product of both

dispositional and situational factors characterized by the general tendency to

create or influence the work environment (Macey & Schneider, 2008).

ii. Autotelic personality - Refers to people who engage in activities for their

own sake rather than for specific gains or rewards. Autotelic individuals

should be open to new challenges, persist in challenging tasks and be ready

to engage (Macey & Schneider, 2008).

iii. Trait positive affect - A predisposition to frame organizational experiences;

it is characterized by feelings of enthusiasm (Macey & Schneider, 2008).

iv. Conscientiousness – Expected to correlate with contextual performance

measures and organizational citizenship behavior, a facet of trait engagement 

characterized by hardworking, ambitious, confident, and resourceful (Macey 

& Schneider, 2008). 

B. State Engagement: (psychological state engagement): Feelings of energy and

absorption

Employees can feel more (or less) engaged in their work, depending on the day's 

circumstances.  Here, the work and its conditions contribute to the feelings of 

engagement.  People describe these feelings as “being in the zone” or experiencing 

moments of “flow” as they work.   

i. Satisfaction - A facet of psychological state engagement characterized by

feelings of energy, enthusiasm, and similarly positive affective states 

(Macey & Schneider, 2008). 
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ii. Involvement - The degree to which an employee psychologically relates to their 

job and the work performed therein (Macey & Schneider, 2008). 

iii. Commitment - An antecedent to various organizational relevant outcomes and 

regarded as a psychological state of attachment or binding force between an 

individual and the organization (Macey & Schneider, 2008). 

iv. Empowerment - Connotes an inclination to action vis-à-vis work (feelings of 

self-efficacy and control and impact from one’s action) (Macey & 

Schneider, 2008). 

C. Behavioral Engagement: (Extra-role behavior) 

It is broadly defined as adaptive behavior intended to serve an organizational purpose, a 

concept for describing a range of behaviors that support organizational effectiveness 

(e.g. organizational citizenship behavior, taking personal initiative, and role expansion) 

(Macey & Schneider, 2008). 

i. Organizational citizenship behavior (OCB) - Given a specific frame of 

reference, engagement behavior beyond what is typical, usual, ordinary, and 

ordinarily expected (Macey & Schneider, 2008). 

ii. Role Expansion - Employee behavior reveals attention to a broader range of 

tasks than usual (Macey & Schneider, 2008). 

iii. Adaptive - Behavior intends to serve an organizational purpose, whether to 

defend and protect the status quo in response to actual or anticipated threats or to 

change and promote change in response to real or events expected (Macey & 

Schneider, 2008). 

Below is table 2.6, showing the summary of selected studies of Employee Engagement. 

Author(s) Purpose of 

Study/Measuri

ng instrument 

Dimensions Method/Analy

sis 

Key findings 

Conceptual Papers 

Kahn,1990 To 

conceptualize 

Personal 

engagement by 

exploring the 

• Meaningfulness 

- task 

characteristics 

- role 

characteristics 

In-depth 

interviews; 

grounded 

theory 

Three 

psychological 

conditions 

(meaningfulnes

s, safety, and 
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working 

conditions in 

which people 

personally 

engage 

and disengage 

- work interactions

• Psychological

safety

- interpersonal

relationships

- group and

intergroup

dynamics

- management

style and process

- organizational

norms

• Psychological

availability

- physical energy

- emotional energy

- insecurity

- outside life

availability) are 

identified. 

These concepts 

help to explain 

the variance 

between people 

bringing to and 

leaving out 

aspects of 

themselves in 

their 

work role 

performances. 

Macey & 

Schneider, 

2008 

Developed a 

theoretical 

Framework 

• Trait engagement

(positive views of

life and

work), proactive

personality,

autotelic

a personality trait,

positive effect,

conscientiousness

• State engagement

(feelings of

energy,

absorption),

satisfaction

(affective),

involvement,

commitment,

empowerment

• Behavioural

engagement (extra-

role behavior),

organizational

citizenship

behavior (OCB),

proactive/personal

initiative, role

expansion,

adaptive

Developed a 

theoretical 

framework 

They offer 

propositions 

about the 

effects of 

job attributes 

and leadership 

as main effects 

on state and 

behavioral 

engagement.  

They conclude 

about the 

measurement of 

the three 

dimensions of 

engagement 

with few 

antecedents and 

using survey 

instruments. 
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• Trust 

• Transformational 

leadership 

• Work attributes 

(variety, challenge, 

autonomy) 

Rana,2015 Presents a 

conceptual 

model for the 

relationships 

between 

employee 

engagement and 

high 

involvement 

work practices 

(HIWPs). 

HIWPs consists of 

four main 

attributes: (1) 

power – involve 

employees in the 

decision-making 

process (2) 

information – 

share information 

among employees 

(3) reward – 

employees are 

rewarded and give 

recognition for 

their strong 

performance and 

(4) knowledge - 

training and 

development. 

A study of the 

theoretical 

groundwork for 

an empirical 

test for future 

research. 

 

Developing and validating engagement measurement instruments 

Author(s) Purpose of 

Study/Measuri

ng instrument 

Dimensions Method/Analy

sis 

Key findings 

Schaufeli 

et al., 

2002, 

2006 

UWES 

identified three 

sub-dimensions 

of 

engagement: 

vigor, 

dedication, 

absorption; 

characteristics 

of engagement 

are more 

persistent and 

pervasive 

affective-

cognitive 

psychological 

state’ 

17 item scales 

Vigor (6) 

Dedication (5) 

Absorption (6) 

 

Precise at 9 item 

scales 

Vigor (3) 

Dedication (3) 

Absorption (3) 

 

 

 

 

Confirmatory 

factor analysis; 

Multiple-group 

Confirmatory 

factor analysis 

Confirmed 

UWES (17 and 

nine-item 

scales) 

validity and 

reliability as a 

representative 

instrument of 

engagement in 

multinational 

cultural 

contexts 

and samples 
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May et al., 

2004 

To test Kahn’s 

(1990) 

conceptualizatio

n of 

engagement by 

examining the 

determinants 

and 

mediating 

effects of three 

psychological 

conditions 

(meaningfulness

, safety 

and availability) 

on 

engagement at 

work 

-Psychological

engagement (13)

-Psychological

meaningfulness (6)

-Psychological

safety (3)

-Psychological

availability (5)

- Job enrichment

(15)

-Work role fit (4)

-Rewarding co-

worker relations

(10)

- Supportive

supervision

relations (10)

- Co-worker norm

adherence (3)

- Resources (8)

- Self-

consciousness (3)

- Outside activities

(11)

Questionnaire; 

path analysis 

Among the 

three 

psychological 

conditions, 

meaningfulness 

displays the 

strongest 

relation to 

engagement. 

The 

relationships of 

job enrichment 

and work role 

fit to 

engagement is 

partially 

mediated by 

psychological 

safety. 

The model 

developed: 

Path-analytic 

framework of 

engagement. 

Barnes & 

Collier, 

2013 

Kim et al., 

2017 

To contribute to 

the 

developing 

literature on 

work 

engagement by 

studying 

antecedents, 

outcomes and 

measurement, 

specifically, in a 

service 

environment 

Use existing 

measures to 

construct a 42 item 

instrument: 

• Work

engagement

• Service climate

(5)

• Job satisfaction

(4)

• Affective

commitment

• Adaptability (5)

• Career

commitment (6)

Questionnaire; 

Structural 

equation 

modelling 

Empirical 

evidence 

suggests that 

the engagement 

is influenced by 

service climate, 

job 

satisfaction and 

affective 

commitment, 

Work 

engagement is 

conceptualized 

as a 

multidimension

al construct that 

shows a better 

fit when 

compared to a 

single concept 

Validating engagement measurement instruments 
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Author(s) Purpose of 

Study/Measuri

ng instrument 

Dimensions Method/Analy

sis 

Key findings 

Storm & 

Rothman, 

2003 

Self-report 

questionnaire 

To assess work 

engagement 

(UWES) 

Work engagement 

scale – UWES (24 

items 

consisting of vigor, 

dedication, and 

absorption) 

Structural 

equation 

modelling 

Structural 

equation 

modelling 

confirms a 

a three-factor 

model of work 

engagement 

consisting of 

vigor, 

dedication and 

absorption. 

Balducci, 

Fraccaroli 

& 

Schaufeli, 

2010 

Validating the 

nine-factor 

UWES (Italian) 

Vigor 

Dedication 

Absorption 

Multiple-group 

confirmatory 

factor analyses 

The Italian 

version of the 

UWES-9 

behaves 

consistently 

with its original 

Dutch version 

Christian 

et al., 

2011 

To test the 

model of 

Macey and 

Schneider 

(2008) 

• Autonomy 

• Task variety 

• Task significance 

• Feedback 

• Transformational 

leadership 

• 

Conscientiousness 

• Positive affect 

• Work 

engagement 

• Task 

performance 

• Contextual 

performance 

Meta-analytic 

path modelling 

(The data 

suggest that 

Macey and 

Schneider’s 

[2008] 

assertion 

appears to have 

merit: rather 

than 

being merely a 

blend of “old 

wines”, 

engagement 

also has 

characteristics 

of 

“new wines”.) 

The path model 

suggests that 

task variety and 

task 

significance 

appear to be 

related to 

engagement. 

They found 

tentative 

evidence that 

leadership is 

related to work 

engagement 

and work 

engagement is 

related to job 

performance. 

Mills et 

al., 

2012 

Validating 

UWES 17- and 

nine-item scale 

Vigor 

Dedication 

Absorption 

Exploratory 

factor 

analysis; 

confirmatory 

factor analysis 

Supports a 

multifactorial 

Conceptualizati

on of 

the construct 

Viljavec et Investigated US Questionnaire; Some evidence 
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al., 2012 validity of 

UWES and May 

et al. 2004 scale 

measuring 

Engagement 

(vigor, dedication, 

and absorption) 

May et al. 2004 

(cognitive, 

emotional, and 

physical) 

Confirmatory 

factor analysis 

and structural 

equation 

modelling 

for convergent, 

discriminant 

and predictive 

validity was 

found for both 

scales, although 

neither showed 

discriminant 

the validity 

concerning job 

satisfaction. 

Overall, 

the three factors 

of the UWES 

performed 

slightly better 

across analyses 

than the three 

factors from the 

May, Gilson, 

and Harter 

(2004) 

measure. 

Studies testing engagement and related concepts 

Author(s) Purpose of 

Study/Measuri

ng instrument 

Dimensions Method/Analy

sis 

Key findings 

Laschinge

r 

& Leiter, 

2006 

To test a 

theoretical 

model of 

professional 

nurses’ work 

environments 

linking 

conditions for 

professional 

nursing 

practice to 

burnout/engage

ment and 

nurses’ reports 

of 

adverse patient 

events 

• Strong leadership

(4)

• RN/MD

collaboration (9)

• Policy

involvement (3)

• Staffing

adequacy (4)

• Nursing model of

care (8)

• Emotional

exhaustion (9)

•

Depersonalization

(5)

• Personal

accomplishment

(8)

• Adverse events

Questionnaire; 

Structural, 

equation 

modelling 

Burnout 

partially 

mediates the 

relationship 

between work-

life factors and 

adverse events. 

A work 

environment 

with higher 

support for 

professional 

practice results 

in higher 

engagement 

and, ultimately, 

safer 

patient care. 
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(multi-analysis 

question) 

Salanova 

et al., 

2005 

 

To test the 

mediating role 

of service 

climate 

between the 

antecedents 

(organizational 

resources and 

work 

engagement) 

and employee 

performance and 

customer loyalty 

• Organizational 

resources (training, 

autonomy, 

technology) (11) 

• Service climate 

(4) 

• Work 

engagement – 

UWES (vigor, 

dedication, 

absorption) (17) 

• Employee 

performance (6) 

• Customer loyalty 

(3) 

Structural 

equation 

modelling 

A full 

mediation 

model in which 

organizational 

resources and 

work 

engagement 

predict 

service climate, 

which in turn 

predicts 

employee 

performance 

and customer 

loyalty 

is supported. 

Hakanen 

et al., 

2006 

To test a model 

with two 

parallel 

processes of 

work-related 

well-being 

among teachers: 

an 

energetic 

approach and a 

motivational 

process 

• Work 

engagement – 

UWES (vigor, 

dedication, 

absorption) (17) 

• Burnout and ill 

health (10) 

• Job demands and 

resources – eight 

dimensions 

(20) 

• Organizational 

commitment (2) 

Questionnaire; 

structural 

equation 

modelling 

Burnout 

mediates the 

effect of high 

job 

demands on ill 

health, work 

engagement 

mediates the 

effects of job 

resources on 

organizational 

commitment 

and burnout 

mediates the 

effects of a lack 

of resources on 

low work 

engagement. 

Llorens et 

al., 2006 

To 

simultaneously 

test the job 

demands– 

resource model 

in two countries 

by using 

different 

occupational 

samples 

• Work 

engagement – 

UWES (vigor, 

dedication, 

absorption) (17) 

• Quantitative 

overload (3) 

• Emotional 

overload (3) 

• Job control (5) 

Questionnaire; 

structural 

equation 

modelling 

The hypothesis 

is partially 

supported: 

burnout 

partially 

mediates the 

effect of job 

demands 

on 

organizational 
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• Social support (5)

• Performance

feedback (3)

• Organizational

commitment (4)

• Burnout (9)

Based on a

Spanish

questionnaire

commitment 

and work 

engagement 

partially 

mediates the 

effect of 

job resources 

on 

organizational 

commitment. 

Hallberg 

et 

al., 2007 

To examine the 

effects of 

type A behavior 

patterns on 

burnout and 

work 

engagement 

• Autonomy

• Workload

• Achievement

striving

•

Irritability/Impatie

nce

• Work

engagement –

UWES (9)

• Emotional

exhaustion –

burnout

• Cynicism –

burnout

Questionnaire, 

hierarchical 

regression 

analysis 

Type A 

behavior and 

work 

engagement 

share only 13% 

of  

the common 

variance; no 

significant 

interactions 

between type A 

and 

workload. 

Table 2.6 -  Selected studies of Employee Engagement (1990-2013), {Source: Authors 

compilation} 

A well-rounded definition of engagement should encompass all these aspects: work, 

organizational, personal, role, and behavioral engagements. This follows the 

conceptualization proposed by Schaufeli et al. (2006), where employee engagement was 

associated with work being done and with the organization. Similarly, Saks (2006) 

investigated job and organizational engagement using Kahn's overarching definition 

(1990). Engagement is the degree of self-brought into the work role and exhibited 

through psychological presence. 

The idea of engagement has developed in response to many contributions to enhance 

employee effectiveness. 
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2.17  Engagement initiatives: 

Employee engagement is most effective in organizations when several factors are at 

work. Determinants that enhance employee engagement include (a) work environment, 

(b) leadership, (c) workplace well-being, (d) team and coworker relationships, (e) 

training and career development, (f) compensation, and (g) organizational policies 

(Anitha, 2014). Employees, who share a common goal of social responsibility that 

might help identify their thoughts, feelings, and perceptions, enhance their engagement 

(Ferreira & de Oliveira, 2014). Many factors might affect employee engagement, and 

with further research, researchers might identify the factors listed above-affecting 

employee engagement. 

Little (2012) says Organizational leaders must create and maintain change programs to 

increase performance and employee satisfaction. Organizational leaders who have 

issues with sustaining change programs also reduce performance Change programs that 

significantly affect employee innovation, satisfaction, and intrinsic rewards within 

businesses (Stumpf, Tymon, Favorito, & Smith, 2013). Organizational leaders who are 

successful at implementing and maintaining change programs can increase 

organizational performance. 

Developing an employee value proposition with a clear set of goals may maintain 

employee engagement over the long-term. Organizations with a clear and concise 

employee value proposition may attract, retain, and engage employees over a long 

period (Merry, 2013). Engagement development occurs when organizations establish a 

relationship (Kaltcheva, Patino, Laric, Pitta, & Imparato, 2014). 

Business leaders create a sustained foundation for engagement over the long-term when 

establishing working relationships. Global work environments profoundly affect the 

recession, and engagement has decreased from this phenomenon. The recession of 2009 

caused a reduction in corporate budgets and spending on employees, of which worker 

engagement fell the following year (Merry, 2013). In times of uncertainty and 

instability, employees' attitudes toward organizations in global work environments have 

profound implications (Malinen et al., 2013). Attitudes toward global work 
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environments because of the recession have severe consequences for the organization, 

and business leaders must note. 

Employees are crucial to an organisation's success, and increasing engagement may 

ensure continued success. Surveys indicated that employees feel rewarded with more 

benefits than cash. According to a global study, many organizations have missed the 

opportunity to reward and motivate employees with nonmonetary benefits (Custers, 

2012). Aflac Insurance found the current recession has caused many employees to 

reassess the organization’s value proposition about the employer’s goals (Smith, 2013). 

The recession has caused many employees to reassess organisations' value to choose the 

best workplace. 

Following are examples are of engagement initiatives of some of the worlds top 

employers  

Name of the 

Organization 

Employee Engagement initiatives Identified drivers of 

Engagement 

Google India Project ‘Oxygen’, Google Cafes, 

Google Moderators, Thank God It’s 

Friday, Direct emails, Fixit. 

Manager Behavior, 

Leadership, 

Innovation, Open 

Communication, 

Creativity and Innovation. 

Intel India Green Intel, Sustainability Action 

Team (SAT), Carbon rally, 

Environmental Excellence Awards, 

Community support agriculture 

programs, and reusable shopping 

bags. 

Corporate Social 

Responsibility, 

Environmental and 

Community consciousness 

NIIT ‘Hats Off’, Spot Light, Soft Skills Quality of Work Life, 

Culture, Performance, 

Rewards, Innovation & 

Creativity, Supportive 

Bosses, HR policies, Career 
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Opportunities. 

American 

Express India 

Project Pulse, Open 

communication, Developing next-

generation leaders: Development 

Partners, flexible work 

environment, physical health, 

Financial health, safety 

Leadership styles, 

Communication, Flexible 

Work, Wellbeing (Physical, 

Health, safety, financial), 

Compensation 

Forbes Marshall 

Pvt. Ltd. 

Family FUN programs, People 

Friendly policies, Community 

welfare programs, Quality 

Commitment 

Quality, Social service 

programs, open culture, 

team spirit, Corporate 

Social Activities, 

Leadership 

Table 2.7 -  Examples of engagement initiatives, {Sources: Excerpted from the 

company websites} 
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Section 2D: Organizational Culture and Employee Engagement 



 

2.18  Organizational Culture and Employee Engagement: 

When an individual joins an organization, employee engagement activities start right 

from an employee's onset in the company. A Human Resource may introduce the new 

entrant to what their role ought to be. They brief the employee on what they are 

expected to do and help the organization meet its targets and set benchmarks. In this 

way, the employee is being taught the organizational culture. It will give the new 

entrant an element of objectivity and reduce the chances of him or her to stray and feel 

clueless about what their responsibilities ought to be. 

Van den Berg and Wiledrom (2004) stated that organizational culture could better be 

defined by organizational practices such as recruitment, selection, training, and 

development. These practices form the glue that holds the organization together, which 

can be referred to as culture and stimulate employees to commit and engage in the 

organization. Van den Berg and Wilderom (2004) further said that although values are 

typically not directly visible for employees, it is assumed that organizational values are 

expressed, in part, in organizational practices. 

According to Schein (1986), as cited in Kemp and Dwyer (2001), “organizational 

culture is the deeper level of basic assumptions and beliefs that are shared by members 

of an organization that operates unconsciously and define, in an essential taken-for-

granted fashion, an organization's view and its environment.” Kemp and Dwyer (2001), 

in their study at the Regent Hotel, Sydney, argue that the analysis and recognition of the 

organization culture is the initial step and a powerful enabling force in strategy 

formulation and implementation. Recognition of the organization culture is also crucial 

in evaluating organization employee engagement. The positive effects of increased 

employee identification, commitment, and engagement highlight the importance of 

linking culture and strategy to achieve heightened organization performance. Culture 

can be used strategically to elicit unified and consistent responses and expression of 

shared values in an organization (Kemp & Dwyer, 2001). 

Organizations ordinarily operate within a cultural or social context but equally in 

culture-bearing entities. Culture in the circumstances is viewed as a key integrating; 

unifying phenomenon. All organizational members share it, and that various cultural 
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aspects are consistent with each other. Deal and Kennedy (1982) and Peters and 

Waterman (1982), as cited in Lok and Crawford (2003), assert that organizational 

culture can exert considerable influence in organizations mainly in areas including, 

amongst others, performance, commitment, and employee engagement. Organizational 

culture can affect and foster how people set personal and professional goals, perform 

tasks, and administer resources to achieve them. Organizational culture affects how 

people consciously and subconsciously think, make decisions, and ultimately perceive, 

feel, and act. The culture also influences organizational effectiveness and employee 

engagement in such a pivotal manner that every organization‘s performance depends on 

the strength of existing cultural characteristics. 

Denison (2010), in his study of a sample of 9,464 individuals in 90 organizations in 

North America, found out that employee engagement is a result of a healthy 

organizational culture. Suppose organizations look at employee engagement alone, 

without considering the culture employees work in. In that case, they potentially leave 

themselves blind to the organisation's strategic strengths and weaknesses that impact 

employee performance and, ultimately, organizational performance. Denison (2010) 

further argues that understanding the context of the organizational culture and employee 

engagement is critical to value what brings about the results they most desire, improved 

performance, and overall effectiveness. The most viable way to accomplish this is not 

by looking at employee engagement alone. Still, by understanding the organizational 

context and culture, the employees work within. Combining a healthy culture and 

engaged employees is critical to improving its effectiveness and experiences. Denison 

(2010) concluded that employees are willing to give more and are more passionate 

about what they do when managers act similarly with their words. It has important 

implications for organizations trying to improve their engagement scores. 

According to Devi (2009), corporate cultures characterized by teamwork, pleasant 

working conditions, the considerate treatment of employees, growth opportunities, skill 

enhancement, and abundant training opportunities can contribute to employee 

engagement. Employees' belief that they have a future with their employer is a leading 

driver of employee commitment, a recognized engagement sign. It makes good business 
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sense to provide flexible working opportunities and appropriate employees' policies. It 

helps companies retain skilled employees, raise employee morale, and minimize 

absenteeism. Organizations that help their employees to work in a way that best 

supports them in balancing their work and home environments are more likely to have 

engaged employees (Devi, 2009). 

According to Grugulis and Wilkinson (2002), in the management of organization 

culture, there should be the promotion of positive attitudes by increasing the employees 

‘area of responsibility through empowerment, aligning their financial interests with 

those of the organization through adjustments to the payment system or demonstrating 

an organizational commitment to its human assets by investing in training. However, 

according to Grugulis and Wilkinson (2002), organizational culture cannot be entirely 

managed since employees are not passive in culture management. Employees can see 

through and sometimes sabotage the actions of those attempting to control their 

thoughts and feelings. Managerial tasks usually involve establishing control over the 

meaning of work rather than its execution and converting employees to the corporate 

‗faith ‘(engagement). Cultural change targets employee attitudes directly and aims to 

secure commitment, engagement rather than resigned behavioral compliance. All 

employees share a shared vision and work together to good (Grugulis & Wilkinson, 

2002). 

Furthermore, managing an engaged workforce also requires soft skills and creating a 

culture based on mutual respect between managers and employees (CIPD, 2009). The 

Co-operative Group is an example of an organization that has integrated employee 

engagement levels into the top management bonus scheme as part of the engagement 

policy program to highlight its importance (Churchard, 2009). It is also important that 

organizations recognize and celebrate success at the individual, team, and 

organizational levels. Organizations also use leadership development programs and 

other line managers' programs to enhance engagement (Evans & Redfern, 2010). 

According to Jung et al. (2009), organizational culture is widely considered one of the 

most significant factors in organizational change. This change can, in turn, influence 

their engagement. The performance of organizations depends on how employee values 
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align with company strategy. Further, Lather et al. (2010) say that organizational culture 

creates stability and adaptability for organizations. Culture also nurtures adaptability by 

providing a clear set of principles to follow when designing performance management 

strategies to build employee engagement to cope with new circumstances. Ramlall 

(2008) and Peters and Waterman (1982), cited in Kagaari et al. (2010), state that 

organizational culture has a positive effect on firm performance and that organizational 

culture is a critical variable in achieving high performance and engagement employees. 

In essence, it is possible to have engaged employees since the organization’s culture is a 

powerful driver of employee behavior. 

Kagaari et al. (2010) state that high-performing organizations attract exceptional people 

with a can-do attitude who fit the culture. The organization's success depends on human 

behavior governed by the norms, beliefs, and values developed through its practical 

experience. High involvement and high-performance culture provide employees with 

many shared attitudes towards organization objectives and establish a commitment to 

organization values. Organizational culture also serves as a control mechanism to guide 

employees towards desirable behavior, showing that organizational culture is linked to 

employee commitment, job satisfaction, and engagement (Lau & Ngo, 1996). It is 

important to note that successful organization cultures have employees with similar 

fundamental organizational values and assumptions (Van den Berg & Wilderom, 2004). 

When employees share similar values and assumptions, the outcome is engagement. 

Also, organizational culture is created when groups of human beings can, regardless of 

their differences, reflexively judge in a common, universalizing way how their 

organization can be differentiated from the environment's demands (Harste, 2004). Tsui, 

Wang, and Xin (2006) state that organizational culture is always considered a means to 

organizational effectiveness, employee commitment, and employee engagement. 

According to O‘Reilly (1989) and Sherwood (1988) cited in Lau and Ngo (1996), 

culture is crucial for developing high performers and leads to increased engagement by 

employees. 

According to Wellins et al. (2005), People are more likely to be engaged in their jobs. 

The organization's culture matches both their abilities and skills and their motivation 
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and values. Employees also want to be recognized and rewarded for their contributions. 

Rewards and recognition come in many forms, including competitive compensation 

packages, a healthy work/life balance, among others. But perhaps more important is the 

heightened sense of what employees feel when their leaders take just a few minutes to 

let them know that they are doing a great job and that their contributions are valued and 

appreciated (Wellins et al., 2005). 

Besides, Denison's (2010) study unearthed that specific cultural attributes can make 

people satisfied and committed and simultaneously make them increasingly engaged. 

An organization‘s cultural attributes measured in terms of members' expectations are 

likely to drive engagement. 

For example, in his study on 6,444 randomly selected respondents from 1,080 

organizational units who had completed the Organizational Effectiveness Inventory 

(OEI), a companion survey to the culture inventory, which enables an organization to 

evaluate the impact of culture on outcomes and identify the levers and conditions that 

shape and reinforce that culture, Denison (2010), found out that constructive culture 

positively influenced employee engagement. 

Furthermore, Denison (2010) examined 43 companies from Canada‘s 50 Best Managed 

Companies and Hewitt Associates‘ Best Employers in Canada. This study showed that 

constructive culture is directly proportional to an organization‘s ability to keep its 

promises: financial, brand, loyalty, quality, employee, and customer satisfaction. All 

those studies demonstrate that constructive cultures have a definitive impact on the 

outcomes that ultimately determine an organization‘s long-term effectiveness and 

success, resulting in employee engagement. Employees feel a part of the organization’s 

success. 

According to Tricia (2007), as cited in Kakongoro (2008), organizational culture ought 

to embed, among other things, employees ‘participation. The degree to which 

employees perceive themselves as participating in an organisation's decision-making 

process directly influences their workmates. They adhere more to their roles and are 

finally empowered. Therefore, employees need always to be given functions defined 

clearly to achieve organizational goals. Organizations need to look closely into 
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supervisory and job-related climates if their employees are fully engaged. The job-

related environment brings in a situation that indicates how a worker carries out 

specified duties and responsibilities. To understand this concept clearly, one must 

consider role clarity, the job's tension from many sides, and employee commitment to 

achieve the organisation's goals. All employees expect their employers to manifest 

commitment by providing a conducive working condition, providing training and 

development, providing a safe working environment, and balancing work and 

employees ‘commitment that fall outside his /her work. It equally looks out for 

managers' need to understand the concept of employee commitment. This understanding 

should be based on how commitment works, operates, and, most importantly, 

employees' behaviours committed and engaged in the organization (Kakongoro, 2008). 

Seymour and Dupre (2008) carried out a research study on 1,641 employees (43% of all 

employees) and designed an intervention project to develop an organization-wide 

approach to employee workplace health. A comprehensive health risk assessment was 

undertaken, along with a staff survey on workplace culture, individual health practice, 

and environmental effects on physical health. The study results prompted the 

organization to pursue a Healthy Workplace Policy as a filter for all other workplace 

culture and environment policies. The study also found that an engaged employee is 

aware of the business context and works with colleagues to improve performance to 

benefit the organization. The organization must nurture, maintain, and grow 

engagement, which requires a two-way relationship between employer and employee. 

According to Seymour and Dupre (2008), employee engagement is essential because it 

relates to improved organizational performance and staff retention. 
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Section 2E: Summary of Key factors 

 

 

 

 

 

 

 

 

 

 

 



2.19 Summary of key factors:  

After the extant literature review, the critical factors of organizational culture has been 

summarized below, as shown in the figure below. The framework offers the factors of 

Organizational culture and employee engagement and the organizational culture factors 

that affect Employee Engagement—collaborating both affecting factors that show 

engagement behaviours among employees, fostering the business's growth and 

leverages the completive advantage market.   

Figure 2.6 -  Key factors of Organizational Culture and Employee Engagement 

{Source: Excerpted from Literature} 

2.19.1. Organizational culture factors affecting employee Engagement: 

Autonomy: It reflects the extent of freedom and empowerment provided to employees 

in the organization. It plays a significant role in making employees feel involved and 

valued. 
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HR orientation: It includes the HR policies that exist in the organization. These reflect 

the policies of the organization concerning treating human capital. It defines the trust 

and respect they have for employees. 

External Orientation: It signifies the extent and promptness with which an 

organization responds to changes in the external environment. Employees perceive this 

as an essential factor reflecting their proactiveness, foresight, and agility. 

Interdepartmental orientation refers to how departments in an organization glue to 

accomplish organizational goals. It creates a collaborative environment in an 

organization that fosters engagement among individuals. 

Values & Goal clarity: Defining values & goals are the responsibility of top 

management, the same should be ensured that employees have the “clarity” regarding 

the organization’s values and goals, they should know how their contribution adds to 

success, and management should allow all employees to understand their part in making 

the successful organization. 

Team Orientation: Team orientation means the extent to which the organisation's 

employees have directed and committed towards team works. On the other hand, it is 

about being orientated or directed towards team works in achieving organizations' goals 

and objectives. 

Customer focus: Customers are more impacted today by their state of mind and 

conduct. It implies that customers progressively judge organizations by their 

experience, how the relationship is overseen, and how it affects them. These are 

altogether areas influenced by how engaged employees are – because if staff associate 

with an organization’s goals, they will probably convey their understanding and passion 

with the customer. 

2.19.2 Factors Affecting Employee Engagement: 

Individual Factors: 

Training, development & Career: It is another critical area contributing to employee 

engagement (Sundaray, 2011). Learning new skills may trigger renewed interest in such 
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aspects of the job which had not been meaningful earlier. Through training, newly 

recruited and current employees acquire the knowledge and skills to perform their jobs 

most effectively. The employees who enhance their skills through training are more 

likely to engage fully in their work because they raise their satisfaction from mastering 

new tasks (Swarnalatha & Prasanna, 2012). According to Khan et al. (2013), training 

and development activities are equally important as other HR functions. It is concerned 

with imparting knowledge and skills for a particular job. Training provides 

opportunities to raise the profile development activities in the organization. Training 

and development help the employee perform their work well, and hence, training is 

helpful to reduce attrition. If an employee is recruited for a particular job, he/she should 

be provided proper training according to the work for which he/she has been recruited. 

Lack of skills has been cited as one reason for employee turnover, indicating the 

necessity for training, re-training, and multi-skill training. Career development 

opportunity plays an influential role in employee engagement and retaining them. The 

organization should check that the employees' job matches their career goals. If it is so, 

the employee will be satisfied and engaged (Mutunga, 2009). Organizations with high 

engagement levels provide employees with opportunities to develop their abilities, learn 

new skills, acquire new knowledge, and realize their potential.   

 Career development influences employees' engagement, retaining the most talented 

employees and providing personal development opportunities (Vazirani, 2007). 

Employees’ career advancement is a formalised, organised phenomenon. It is a 

deliberate effort to balance an organization’s workforce and individual career needs 

(Mutunga, 2009). The rapidly rising awareness makes it evident that employees can 

lead the organisation's leading edge in the marketplace. It is a challenge for today’s HR 

Managers to identify the organization’s development strategies that increase employee 

commitment to the organization’s vision and values, motivate the employees, and help 

the organization gain and sustain the competitive advantage. Hence, Different researchers 

have done a lot of work on the relationship between training & development and Employee 

Engagement. Conversely, less literature available on training & development through 

organizational culture leads to employee engagement in an organization. 
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Organizational Communication: Organizational communication is essential for 

employee retention and engagement. Without proper communication, employee 

retention is far away. Open, responsive, two-way communication and employee 

participation in decision making play a vital role in the engagement and retention of 

talented employees (Lochhead & Stephens, 2004). Communication covers a range of 

both tangible and intangible ways to share information (Mortimer, 2010). It is essential 

for the organisation's smooth running and an influencing factor to motivate the 

employees. The organization should follow the open-door policy. There should be both 

upward and downward communication with appropriate communication channels in the 

organization. If the employee is given a chance to participate in the decision-making 

process and has the advantage to be heard by his boss, then the engagement levels are 

likely to be high (Mutunga, 2009). While Karenges et al. (2015) candidly reported that a 

relationship between an employee and employer could only grow and remain healthy if 

there is a continuous flow of communication from both sides. Internal communications 

play an influential role in the engagement of employees. Understanding the modes of 

capturing employee feedback and analyzing them to act on engagement drivers are 

essential in enhancing employee engagement. He further describes that an organization 

cannot afford to neglect internal communication as a critical area to grow and keep its 

customers and employees engaged and happy. Therefore, the manager should encourage 

a meaningful relationship with the employees and internal communication. Effective 

internal communication engages the employees towards the works and finally increases 

productivity, retention, and profit for the organization (Zajkowska, 2012). 

Preliminary literature findings suggest that only a handful of research that examines the 

relationship between organizational culture and employee engagement using 

organizational communication as a mediator can be found. Past research such as 

Richardsen et al. (2006), Llorens et al. (2006) and Hakanen et al. (2006) focused mainly 

on work commitment. 

 

Empowerment: Empowerment is also a leading factor for employee engagement. If the 

employees are invited into the decision-making process, they will be motivated to work 

and increase their engagement (Basbous, 2011). Sundaray (2011) is also of the same 
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opinion and reported that the leaders of highly engaged workplaces create a trustful and 

challenging environment. Employees are encouraged to give input and innovative ideas 

to move the organization forward. 

Pay & benefits: By raising the pay and benefits, the organizations make their 

employees motivated towards the job. She also argued that to increase the employees' 

level of engagement, the organizations should provide specific compensation and 

benefits. According to Khan (2013), sound compensation policies motivate employees 

towards their job. Compensation is considered to have a significant influence on 

employee engagement. Compensation consists of financial and non-financial elements 

such as employee assistance programs, subsidized cafeterias, and travel discounts. The 

organization should have a proper compensation management system to motivate its 

work. Mutunga (2009) has highlighted that an effective compensation policy reduces 

attrition problems and reduces recruitment costs. 

Peer relationships: Peer coworkers refer to relationships between employees at the 

same hierarchical level who have no formal authority over one another. The term 

coworker can refer to any individual with whom one works (including supervisors and 

subordinate employees). Peer coordinating each other with the purpose of work or 

another informal purpose create a teamwork environment. Peer relationships play a vital 

role in building employee engagement in an organization. 

Hamilton (2007) investigated peer relations and their importance to feel comfortable 

due to social relation at the workplace, and his feeling of insecurity reduces. In this way, 

employees’ understanding increases; they share more information with peers. Hence, 

workplace-related problems minimize, usually due to lack of communication. A variety 

of research conducted on multiple combinations of peer relations influencing employee 

motivation, employee satisfaction and employee commitment. Conversely, minor 

literature available on peer relationships through organizational culture leads to 

employee engagement in an organization. The different combination of peer 

relationships as low, high, low-high at child treatment studies have been discussed, but 

there is a need to study in a workplace context.  
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Participative decision making: (Denison 1990) reports that organizations in which 

employees participated in decision-making practices at higher levels have shown more 

employee engagement and their financial performance relative to their opponents 

gradually increased. Financial assets of any company have always engaged central 

importance whenever it has come to management decisions; the world’s recent 

economic crisis has raised the significance of decision making to a critical level. It has 

directly affected the financial sector, especially banks. As the organizations cannot 

control the external environment in a period of recession, more direct importance has 

been put on managing the internal environment in decision making and coordination at 

all levels of hierarchy (Huselid, 1995). It increases the employee’s value and the 

employee’s engagement. He further states that HR should not be neglected because it 

can bring a competitive advantage. Therefore HR should be managed equally with other 

business functions (Ganzach, 2002). (Cascio, 1997) promulgates that employee, most of 

the time, through involvement in decision making, give back their organization in the 

shape of engagement. 

 

Health and Safety: Organizations should care about their employees' health and safety 

to motivate and engage them in their work. HR managers' responsibility is to look after 

every employee's health and safety. The employees' engagement levels will be low if 

they do not pay proper attention to their health and safety. The employees should feel 

that they are secure while working in the organization. Therefore, every organization 

should develop and implement appropriate methods and systems for its employees' 

health and safety (Swathi, 2013). Hence, it’s a significant driver contributing to 

employee engagement. It shall serve as a mediating variable to determine organisational 

culture's effect on employee engagement. 

 

Organizational factors: 

 

Organizational Support: Organizational support can be defined as “an employee’s 

expectations of a concern an organization shows for his well-being”. According to the 
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Social exchange theory, perceived organizational support describes that workers who 

consider the organization more supportive are supposed to reciprocate their dealings 

more effectively. They are more emotionally attached to the organization. 

Consequently, organizations that ensure perceived organizational support within the 

workers are believed to have a competitive advantage over those organizations that do 

not foster their workers' attachment. The study of perceived organizational support has 

received considerable attention in the literature (Eisenberger & Stinglhamber 2011). 

Still, no empirical research examined the mediating role of organizational support in the 

relationships of organizational culture and employee engagement in enhancing 

engagement levels in the Recruitment industry context.   

Work Environment: Organizations that show concerns about the employee's needs, 

feelings, provide positive feedback, develop skills are said to providing a supportive 

working environment to Anitha (2014); there is a close relationship between work 

environment and employee engagement. Conditions of the workplace play an essential 

role in keeping employees working. Similarly, many researchers have discussed the 

relationship between the working environment and employee engagement. Saks (2006) 

explained that the working environment is a good predictor of employee engagement as 

it strongly affects employee engagement. Rich, Lepine, & Crawford (2010) also 

stipulated that the working environment strongly links employee engagement. A safe 

work environment enables to attract new candidates into the pool to apply for the vacant 

positions. Earlier studies have shown that the work environment is a factor that can be 

used to determine the level of engagement for employees working in the organization. 

No such studies were found to have a work environment as a mediator. 

Exceptional Leadership:  Matthews, J. J. (2012), in his book, uses the term 

“Blacksheep leader”, which refers to transformational leaders. This kind of leader is 

different in that they are not ordinary, but rather exceptional. These two terms can be 

used interchangeably have the same meaning and value. Exceptional leaders are not 

seen as power figure but as mutual support for accomplishing organizational goals. 

Hence, outstanding leaders can impact the employees' engagement levels and meet the 
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employees' needs with an exceptional empowerment style. Thus, exceptional leadership 

will be used as a mediator to examine organisational culture's effect on engagement.    

                                                                                                                                       
High-Performance work practices (HPWP): 

 

Selective Staffing: Selective staffing is one factor in building an engaged organization. 

Engagement should happen right at the recruitment stage. Including selective staffing in 

high-performance work practices may attract employees who already hold the values 

familiar to the organizations. 

Reward Systems: The rewards focus on relationship rewards and an individual’s 

efforts, skills and contribution. Rewards include intrinsic as well as extrinsic rewards. 

Rewards induce employee engagement among the employees when rewarded for their 

performance. 

 

Employee participation programs:  Employee involvement in decisions can produce 

an engaged workforce (Bakker & Demerouti, 2007). The organizations that include 

their workers in the management process do so through Employee participation 

Programs. These programs involve employees in the decision-making process in areas 

that affect their jobs to make an organization more efficient and encourage increased 

commitment, innovation and creativity from employees to its success. 

 

Formal grievance system: It is a formalized way of handling specific grievances and 

complaints at the workplace. The grievance system plays a vital role in employee 

engagement if a system well developed considering fairness and justice of an employee 

and protecting an employer's interest, which will result in “a feeling of being listened 

to” among the employees. 
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2S. Summary of Chapter: 

The chapter exhibited detailed literature regarding Organizational culture and employee 

engagement across various industry. The chapter also enlightened models and theories of 

both culture and employee engagement. A holistic view of the literature review was 

done,  spanned in different years arranged chronologically, to study the development of 

concepts over time.  Comprehensive studies refer to national and international journals, 

books, reports and surveys, registered thesis and dissertations, working papers and 

associated articles to evolve the research gap and establish a scientific base for the 

current research study. 
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3.P Prelude: -

SECTION 3A - Research Design 

The section refers to the overall methodology selected to associate the study’s different 

components in a meaningful and lucid manner, thereby; ensuring a helpful approach to 

address the research problem. The section draws an overall sketch of the theory and 

methodology used for the current study, including theoretical research design factors to 

conduct a meaningful inquiry. 

SECTION 3B – Pilot Study 

This section refers to the preliminary study to evaluate the feasibility validity and 

reliability of the appropriate sample size and improve the study design before performing 

the research analysis. 

SECTION 3B – Hypothesis Formulation & Statistical tools 

This section consists of the hypothesized model and Hypothesis statements after 

considering the population put to the test. It consists development of a null hypothesis 

and alternate hypothesis along with a defined sub hypothesis appropriate to the research 

design. The section also gives a brief conceptualization of statistical tools to analyze the 

data. 
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The best research is well-founded, comprehensive, and verifiable, providing reliable 

information determined by the researcher. This present research aims to assess 

organizational culture’s impact on employee engagement among the Gujarat state’s 

recruitment sector. The present study covers different Organizational cultural factors that 

may influence employee engagement, including External orientation, team orientation, 

and other cultural elements. The survey was conducted in selected recruitment firms 

covering the Gujarat state cities. 

3.1 Research Gaps: 

Organizational culture and employee engagement have been a domain of academic 

research for a very long, but few research gaps need to be covered better to understand 

these constructs and their applicability for sustainable organizational success. 

A literature review illustrates globalization’s challenges, immense competitive 

environment, speedy and relentless amendments internally and externally. Organizations 

ought to have engaged employees; this has indispensable relevance within the service 

sector. The workforce directly impacts client engagement and plays a decisive role in 

making a profit through growth. However, a literature review discovered a dearth of in-

depth studies conducted within the service and manufacturing industries. 

A review of extensive Literature suggested that there is much less emphasis on 

exhaustively identifying organizational culture and employee engagement’s predictors 

and antecedents. Since engaging employees is an apposite issue for any organization, 

every organization is undertaking strategized efforts by introducing initiatives and 

designing interventions targeting various employee groups. 

Secondly, the gap identified was amongst the service sector; In Literature, many studies 

were conducted on the association of organizational culture, and employee engagement 

in varied services like banking and finance, hospitality, healthcare but no research was 

found in the recruitment or talent management industry. So, this study aims at identifying 

drivers of engagement among recruiters. Another research gap emerged in identifying 

engaged employees’ dimensions and characteristics in the Gujarat state. Though 
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researchers and consultants have conducted studies across the globe and in India, more 

in-depth studies must be undertaken in Gujarat. 

Many past studies on organizational culture and engagement have reflected the role of 

leadership orientation, management styles, and communication in shaping employee 

attitudes, feelings, and behaviour as an individual. But there is a minimal amount of study 

undertaken to study organizational culture’s role in driving employee engagement in an 

organization.   

The present study has been undertaken to bridge this gap. Organizational culture and 

employee engagement are multidimensional constructs, and the literature review surfaced 

the need to identify the key dimensions. These would help business organizations 

anticipate key variables of employee engagement and streamline their practices to 

enhance employee engagement levels. 

3.2 Rationale of the Study: 

These days skilled human capital is the prime requirement of any organization. So, today 

recruitment firms are operating in a highly competitive scenario, and it is essential to note 

that they need to differentiate themselves from each other. Hence, like other industries, 

recruitment firms also need recruiters passionate about their work and strive to take their 

organizations to greater heights. 

The research title is “The effect of organizational culture on employee engagement – a 

study across the recruitment sector in Gujarat” The rationale for this study discussed two 

essential dimensions: theoretical significance and practical implications. Each of these 

dimensions is addressed in the following sub-sections. 

3.2.1 Theoretical significance:  

Earlier research on employee engagement focused on opposing outcomes: stress and 

burnout, and the least focus has been given to build a positive organizational culture 

(Schaufeli & Bakker, 2004). The emphasis on adverse effects has neglected the 

potentiality of positive work effects (RA Bakar, 2013). This study aims at identifying the 

positive behaviours at work, which are influenced by organizational culture and its 
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outcomes on overall organization outcomes. It suggests a strategic roadmap to improve 

performance at work. This study also contributes to positive organizational 

behaviours/outcomes by exploring the various mechanisms that lead to the emergence of 

different engagement levels. This study asserts that organizational culture is likely to play 

a vital role in employee engagement. Previous theories gave importance to Job resources 

for employee engagement (Bakker, Demerouti, De Boer & Schaufeli 2003; Schaufeli, 

Bakker & Van Rhenen 2009; Bakker et al. 2007). Organizational culture and engagement 

drivers like Training & development, career orientation, Health & Safety, etc. HR 

practices play an essential role in engaging employees. 

Along with the newly emerged Autonomy concepts, flexible-work systems and external 

orientation for empowering employees have demonstrated higher employee engagement 

levels. The study’s conceptual model determines the mediating relationships of various 

engagement factors derived from Literature. Earlier in the past, models developed the 

most prominent employee engagement model (Schaufeli & Bakker,2004) emphasizes the 

availability of job resources and the effect of job demands on engagement levels. To an 

extent, this model doesn’t show light on other factors of the engagement system, such as 

communication, work environment, and peer relationships. This study investigates and 

enlisted various factors that could affect engagement and deliver different positive 

behaviours/outcomes on an individual and organization. 

3.2.2 Practical Implications: 

The study has two practical implications. Firstly, there is a need to examine the employee 

engagement construct’s practical applicability. For an organization to flourish and 

sustain, research should explore the adoption of various practices in the varied economic, 

business, and human resource environments to determine their actual ‘functioning”.  

Implications from this study may benefit a developing country’s government, policy-

makers, and HR departments regarding how they could engage the workforce. Secondly, 

the study’s practical relevance is that the researcher shall study the organizational 

culture’s impact on employee engagement; the researcher shall take various variables in 

the study at an individual and organizational level, which could help managers understand 

the reasons for engagement disengagement work. Disengagement at work can lead to 
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negative employee and organization performance. The model proposed considering the 

holistic encompassment of organizational culture and employee engagement factors. 

Hence, any organization must provide an environment that propels individual employees’ 

potential. Without understanding this, it is difficult for managers to strategize engagement 

initiatives. 

3.3 Problem of Study: 

The research problem is to identify the effect of Organizational Culture on Employee 

Engagement in Gujarat’s recruitment sector. Various researchers, academicians, and 

practitioners in the said field have broadened their horizons by exploring various 

organizational culture dimensions and employee engagement and helping organizations 

perform better in any environmental situation. Different consulting groups have 

conducted many surveys to extract and enlist various organizational culture factors and 

employee engagement. The current research attempts to determine the relationship 

between organizational culture elements and employee engagement and the extent to 

which these factors explain the variability associated with an overall measure of 

employee engagement. The state of art research demonstrates a significant mediation 

relationship of various engagement factors between organizational culture and employee 

engagement. 

3.4 Purpose of Study: 

Organizations expect high productivity from highly engaged employees compared to less 

engaged employees. Various theories suggest that higher employee engagement levels 

have shown positive organizational success. Ideally, organizations should utilize 

knowledge gained from this study in human resources functions. In the areas such as 

hiring practices;  training managers; building and managing positive work environments; 

formulation of organizational policies; reviewing employee performance;  measuring and 

evaluating engagement to attract, retain, and reward talented and engaged employees.  

Kahn (1990), The Gallup Workplace Audit (2006), Macey and Schneider (2008) 

proposed that business outcomes such as customer satisfaction, productivity, profit, and 

employee retention are positive in an organization with highly engaged employees. Ram 
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and Prabhakar (2011) state that the employees involved, committed and enthusiastic 

about their work shows high employee engagement levels. This study aimed to 

understand better organizational culture and employee engagement factors that deliver 

engagement behaviours that can ultimately relate to organizational performance. 

Secondly, the purpose of this study is to determine the dimensions of organizational 

culture and employee engagement and its relationship, along with selected mediating 

factors that influence the engagement levels of employees. And suggest methods to 

improve employee engagement. The study also examines a hypothesized employee 

engagement model by exploring the relationships between organizational culture and 

employee engagement. 

Finally, this study is relevant to the services industry, especially in recruitment 

organizations, which do not have any holistic work encompassing organizational 

culture’s impact on employee engagement. And to add to the existing cenote of 

knowledge of academic and practitioners research on the construct of employee 

engagement. 

3.5 Scope of Research study: 

This study aims to identify organizational culture factors in Gujarat’s recruitment firms 

and their impact on fostering employee engagement. Another purpose of the study is to 

suggest employee engagement practices for the recruiters, which will enhance recruiters’ 

engagement levels at all levels of hierarchy in an organization. Gujarat’s recruitment 

consultancies database was collected from Justdial via purchasing a Data extraction 

software, “Wappblaster,” and considering Tier 1 & Tier 2 cities of Gujarat, i.e., 

Ahmedabad, Rajkot, Jamnagar, Vadodara, Surat (as per the Ministry of Finance 2015). 

With ratings, 4 to 5 stars have been considered the study’s scope, particularly 

consultancies.  

3.6 Significance of the Study: 

The results of this study will provide insights into recruitment organizations, HR 

practitioners, and Academicians/researchers about employee engagement in the human 

services field. 
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A. Recruitment organizations: As this Study is undertaking in the manpower 

consulting organizations, the study results will help examine various 

organizational culture factors and engagement drivers that lead to positive 

engagement behaviour. It will also help strategize different engagement practices 

for a highly engaged workforce. 

B. HR practitioners:  HR Practitioners may benefit by understanding and realizing 

engagement and organization culture will make them more successful in serving 

clients and resulting in higher financial returns. Additionally, practitioners who 

function in supervisory positions may benefit by understanding that employees 

mirror themselves with their leaders/seniors’ characteristics and attitudes, making 

it difficult for staff to be engaged unless the managers are (Kerfoot, 2008). 

Supervisors should, therefore, work toward creating an organizational culture that 

leads itself to engagement from themselves and the staff.  

C. Academicians/Researchers: Researchers can use the information to conduct 

similar studies to contribute to the knowledge pool about employee engagement 

and organization culture in human resource and organizational behaviour 

subjects. 

   3.7 Objectives of the Study: 

The study aims to make a meaningful inquiry and identify the effect of Organizational 

Culture on Employee Engagement and engaged employees’ behaviours in the 

recruitment organizations across the state.  

1. To identify and enlist organizational culture and Employee engagement factors 

affecting engagement levels in the recruitment organizations. 

Every organization is different from one to another—various studies on 

organizational culture and employee engagement and their linkages were studied 

to identify the factors.  

2. To measure Employee Engagement and its various dimensions in recruitment 

organizations. 
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The competition in the Recruitment sector growing day by day with these challenges to 

keep employees engaged in the organization is more complicated than ever. 

3. To study the existing organizational culture and its various dimensions in

recruitment organizations.

Every organization focuses on different cultural elements; we also identify the

relationship between organizational culture and its dimensions.

4. To identify the effect of organizational culture on employee engagement in the

Recruitment Organizations.

An engaged employee is an asset to the organization; to retain employees, the

organization needs to foster an employee-friendly culture.

5. To examine the selected Engagement factors as a Mediating variable between

Organizational culture and Employee Engagement.

Various factors affected employee engagement, selected from the extant literature

review; will study engagement factors as mediating variables.

6. To understand whether employees’ demography (age, designation) impacts

employee engagement.

Different demographic variables, like age and gender, also impact employee

engagement levels.

3.8 Research Design: 

The  research design serves as a  layout for any  research to be conducted scientifically and 

methodically. The research design is the overall strategy to co-relate different 

components understudy to address the research problem in a lucid and logical method.  

3.8.1. Type of Research Design: 

Research design can be classified into the exploratory design and conclusive design 

(Malhotra & Birks, 2017). Parasuraman et al. (1991) stated that exploratory design is 

intended to develop insights to provide future research directions. A conclusive research 

design is intended to determine the best course of action to measure apparent defined 

phenomena to assist the organization’s decision-makers. 

138



 
 

 

Figure 3.1 – Classification of Research Design, {Source: Author’s creation based on 

Malhotra & Birks (2017)} 

Descriptive research design: 

Descriptive research design describes the relevant group characteristics (Malhotra & 

Das,2016). It further added the appropriateness of this design in estimating the percentage 

of units in a specified population showing particular behaviour, determining the 

perception of product characteristics etc. The prior formulation of a specific hypothesis 

characterizes the descriptive research.  So the information is clearly defined. Descriptive 

research is well-structured and pre-planned, and it’s based on a relatively larger sample 

size.  

Research design helps define boundaries and helps determine the structure of a study. It 

is further aids to decide the type of investigation used in a study. Therefore the research 

process can be apt only if the researcher makes an appropriate choice in the research 

design. The research design starts with a literature review, theoretical framework, 

hypothesis formulation, and logical deduction derived from the study (Parahoo,2006). 

The researcher adopted a positive philosophical approach for data collection. Attitude and 

behaviour measurement time involves asking respondents not just about their opinions 
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but also the reason for their opinions for a particular construct (Chen 2005). The 

researcher used a survey instrument with a Likert scale to measure the respondents’ views 

as the reliability of the Likert scale tends to be fair and provides a wide array of answers 

from the respondents (Oppenheim,1992). 

Thus, under conclusive research design  - descriptive research design has been adopted 

as information is collected without modifying the external environment. This method is 

applicable when things are already in existence. The researcher wants to derive findings 

based on the novel, fresh evidence, and respondents, considering different geographical 

scope and other purposes with the current perspectives. Hence, the descriptive research 

design has been adopted in the present study with this context.  

In this study, recruiters at levels of hierarchy from the recruitment sector have been 

investigated. This research design is mainly used to identify a research problem, model 

development, defining research variables, and hypothesis formulation. It includes 

quantitative and qualitative (review of Literature) data collection methods, including pilot 

study, and concludes the research problem. 

3.8.2 Sample Population and Sample Size: 

Population in research and statistics includes all members of a defined group used for a 

research study or collecting data that infers results. The researcher takes samples that refer 

to a subset or representative of the population. The universe’s unit comprises working 

employees in recruitment firms across Ahmedabad, Vadodara, Surat, Rajkot, and 

Jamnagar. The recruitment firms’ database was extracted from “Justdial” with the utility 

software “Wappblaster.” The sample size was calculated using an online sample size 

calculator from “calculator.net,” and city-wise distribution has done accordingly. 
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Figure 3.2 – Sample Size calculation {Source: https://www.calculator.net/sample-size-
calculator.html} 

 
The sample size was justified with Dr Uma Sekaran in the Fourth Edition of her book 

―Research Methods for Business – A Skill-building approach has stressed the sample 

size calculation based on the population size. 
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Figure 3.3 – Sample Size calculation table (image snip) {Source: Google Images} 

Cities 
no. of 
Con./Org. 

% Out of 
720 org. 

Out of 251 
org. 

Ahmedabad 302 42 105 
Vadodara 167 23 58 
Surat 135 19 47 
Rajkot 95 13 33 
Jamnagar 21 3 7 
Total 720 100 251 

Table 3.1- City-wise sample size distribution {Source: Researcher’s computation in MS 

Excel} 
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3.8.3 Sampling Method: 

In the current study, sampling techniques are convenient sampling and snowball 

sampling.  Convenient sampling is a  type of non-probability sampling method of 

data collection. It is defined as “A statistical method of drawing representative data by 

selecting people because of their easy access, availability, and volunteering.” This 

method helps find a good representation of the population when the data collection phase 

has time and cost constraints. Snowball sampling is also a non-probability sampling used 

to identify respondents from current respondents (from their acquaintances). It can be 

used when respondents are hard to locate. This method was used to extract data from 

junior recruitment executives’ data to team lead/Managers in recruitment organizations in 

the present study. 
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Section 3B – Pilot Study 



3.9 Background of Pilot Study:  

The pilot study is a vital step for any research study conducted on a smaller scale to 

evaluate its feasibility, statistical variability, and reliability to visualize a research study’s 

performance. It’s a scientific and systematic method to test the research to a fuller extent. 

A pilot study was conducted using 50 respondents to measure the Questionnaire’s validity 

and reliability and eliminate unwanted statements and factors in the survey during an 

actual research study.  

3.10 Objective of Pilot Study: 

The primary objectives of the pilot study are:  

a) To identify the awareness of different Employee Engagement factors withheld by a job 

incumbent in the recruitment profession regarding the recruitment industry. 

b) To enlist the Organizational Culture and Employee Engagement factors aligned with 

the Recruiter’s job in the Recruitment industry 

c) To exercise rating of Organization’s Culture of Recruitment firms and measure its 

impact on Employee Engagement among Recruiters in the Recruitment Organizations. 

d) To test the data collection instrument’s validity and reliability for the actual research 

study. 

3.11 Pre–Testing: 

Initially, the factors to be considered as mediating variables extracted from the Literature 

were more in number – 15, and It was advised by the research panellists to reduce those 

factors by 5-7. Thus, to suffice the requirement Relative Important Index (RII)  was 

computed by approaching 20 recruitment professionals and asking to what extent these 

factors are practised in your organization on a 3-point scale whereas, 3- Highly practised, 

2 – Practiced neutrally, 1 – practised at a low extent. 

Relative importance index analysis allows identifying most of the essential criteria based 

on participants’ replies, and it is also an appropriate tool to prioritize indicators rated on 
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Likert-type scales. The below is the formula for calculating Relative Important Index 

(RII) 

      Figure 3.4 – Test Statistic for Relative Important Index (RII), {Source: Google 

Images} 

Where, w is the weighting given to each factor by the respondent, ranging from 1 to 3 

with ‘1’ corresponds to practice at least extent and ‘3’ to practice at high extent; A is the 

highest weight; in this study, it is 3; and N is the total number of samples (n=20). As a 

result, RII values are always positive and less than unity; in other words, RII ranges from 

0 to 1. The RII method uses all responses’ relative mean to determine the RII value (Tam 

& le, 2006). 

Factors RII Ranks 

Organizational Support 0.93 1 

Health & Safety 0.92 2 

Peer Relationships 0.88 3 

Work Environment 0.88 3 

organizational 

Communication 

0.87 4 

Exceptional Leadership 0.87 4 

Training & Development 0.85 5 

Employee participation 

Programs 

0.82 6 

Career Orientation 0.78 7 

Formal grievance system 0.78 7 

Empowerment 0.78 7 

Participative Decision 

Making 

0.77 8 

Pay & Benefits 0.75 9 
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Reward Systems 0.72 10 

Selective Staffing 0.67 11 

Table 3.2 – Relative Important Index (RII) computation, Source: { Primary data, MS 

Excel} 

Thus,  the seven factors, namely, Organizational support, Health & Safety, Peer 

relationships, work environment, Organizational communication, Exceptional leadership 

and Training  & development, were considered the mediating variables for further 

analysis. 

3.12 Research Variables: 

Research variables, also called study variables, mean variables considered under research 

to determine cause and effect relationships. Dependent variables are of researcher interest, 

and independent variables are assumed to affect the dependent variable. This study author 

has considered mediating variables, also known as intervening variables.  Mediation 

explains “HOW” one variable is related to output, and this “how” is supported necessarily 

with theoretical Logic (Theory) relevant to the field of study. The research variables were 

extracted from the Literature. 

• Dependent Variables: The dependent variable is denoted by Y, and its value depends 

on that of another variable. Here Employee engagement is the dependent variable. 

• Independent Variables: An Independent variable denoted by X and its variability 

does not depend on another variable.  

• Mediating Variables: A mediating variable establishes the link between the 

independent and dependent variables, and its existence explains the relationships 

between two other variables. Initially, several mediating variables were extracted 

from the literature review, and few were selected by computing the Relative Important 

Index (RII).  

Dependent Variables 

Y=1 Vigor 

Schaufeli & Bakker (2004) Y=2 Dedication 

Y=3 Absorption 
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Independent Variables 

X=1 Values & Goal Clarity van de berg & Wilderom (2004), Denison 

(2012) 

X=2 Autonomy Rao tv (2003), van de berg & Wilderom 

(2004) 

X=3 HR orientation  van de berg & Wilderom (2004) 

X=4 Team orientation O’Reilly et al. (1991), Denison (2012) 

X=5 External orientation van de berg & Wilderom (2004) 

X=6 Customer focus Peters & Waterman (1982), Denison 

(2012), Mckinsey 

Mediating Variables 

M=1 Organizational support Pati, S. P., & Kumar, P. (2010), 

Eisenberger, R., Malone, G. P., & Presson, 

W. D. (2016), Sadeli, J. (2015), Saks, A.

M. (2006)

M=2 Organizational 

communication 

Karanges, E., Johnston, K., Beatson, A., & 

Lings, I. (2015), Sarangi, S., & Srivastava, 

R. K. (2012), Mishra, K., Boynton, L., & 

Mishra, A. (2014) 

M=3 Peer relationships J. anitha (2014), Bederkar & Pandita

(2014), Kumar & Sia (2012)

M=4 Exceptional Leadership Vaziarani (2007),  Zinger (2009), Heger 

(2007) 

M=5 Training & Development Salanova et al. (2005), Devi (2009), 

Grugulis and Wilkinson (2002), Saks 

(1996), Shuck & Wollard (2009) 

M=6 Health & Safety Gallup, Kahn (1990), IES (2005) 

M=7 Work Environment Anitha, J (2014), Mishra & Mohanty 

(2016), Macey et al. (2009), Ramadevi 

(2009) 

Table 3.3 – Variables of the Study {Source: Author’s compilation} 
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3.13 Data Collection Tool – Questionnaire: 

The Questionnaire was developed as the data collection tool, which consisted of a series 

of statements to measure Organizational Culture and Employee Engagement variables. 

Along with mediating variables. The responses were generated using a mixed response 

approach, including a 5-point and 3 – point Likert scale and Single-factor ratings (1- 

strongly disagree to 5- strongly agree). Profile for scales used with its dimensions are as 

follows: see table 3.3 

Name of Scale Developed/Adopted Dimensions No. of 
Items 

Organizational culture Developed by author 

Values & Goal clarity 3 
Autonomy 3 
HR Orientation 3 
Team Orientation 6 
External Orientation 4 
Customer focus 3 

Employee Engagement 
factors (mediating) Developed by author 

Organizational Support 6 
Organizational Communication 6 
Peer Relationships 6 
Exceptional Leadership 6 

Training & Development 6 

Health & Safety 6 

Work Environment 6 

Employee Engagement 
Adopted – Utrecht 

work engagement scale 

Vigor 5 

Dedication 5 

Absorption 6 

Table 3.4 – Name of the Scales used for Questionnaire {Source: Author’s compilation} 
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3.13.1 Stages for development of Questionnaire: 

Figure 3.5 -   Development of a Questionnaire, {Source: Author’s creation} 

1. Target audience,
population and sample

2. Purpose,objectives,
research questions

3. Interview with subject
matter experts

4. identfying variables from
Literature review

5. Defining variables –
Dependent/Independent/m

ediating variables

6. Develop appropriate
scale for pre-test

7. Questionnaire sectioning
and formatting

8. Face and Content
Validation

9. Reliability test
(Cronbach's alpha)

10. If concerns found
modify scale accordingly

11. Questionnaire is ready
for  actual Study
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3.14 Validity of the Data Collection Instrument: 

 
Validity concerns what is measured by an instrument and how well it does so. Validity is 

often defined as the extent to which an instrument measures what it asserts to measure 

(Blumberg et al., 2005). Babbie (1990) defined validity as “The extent to which an 

empirical measure adequately reflects the real meaning of the concept under 

consideration”. In other words, validity is defined as the accuracy of the measurement. 

The validity of a Research Instrument answers the following questions: 

1. Is the research study conducted providing the answer to the research objectives? 

2. If so, is it providing these conclusions using appropriate research methods and 

processes? 

Two validity assessments apply to this study: face validity, content validity, and construct 

validity.   

3.14.1 Face Validity: 

 
Face validity is considered to be a basic and minimal index of validity. It indicates that 

the readability, layout style, and clarity of words in statements being presented on the 

Questionnaire. Face validity was tested by administering a questionnaire from subject 

matter experts and academicians seeking feedback.  Hence, the experts’ input mentioned 

that the questionnaire statements were clear and understandable. 

3.14.2 Content Validity: 

Content validity means the critical evaluation of how well the scale’s content represents 

the measures (Burns & Bush,1998). The judgment that an instrument measure is based on 

the link between the study’s measures and objectives. According to Cresswell (2005), the 

extent to which the instrument’s questions and the scores from these questions represent 

all possible questions. There are three ways to assess and interpret content validity 

(Cavanaet et al. 2001; Kumar, 1996; S Mangal, 2013), namely, from the Literature, from 

qualitative research, and the judgment of a panel of experts in the field. In this study, the 

content validity was established by extensive literature review and interactions with 

academicians and industry experts in the Recruitment & Staffing Industry. 

3.15 Reliability of Data Collection Instrument:  
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To understand whether every question in the sets of questionnaires is internally consistent, 

one of the most popular reliability statistics in use today is Cronbach’s alpha (Cronbach, 

1951). Likert-type scales must calculate and report Cronbach’s alpha coefficient for 

internal consistency reliability. Because summated scales bring together the interrelated 

items designed to measure underlying variables or constructs, it is imperative to 

understand whether the same set of items would elicit the same responses if the same 

questions are altered and apportioned to the same respondents. Mathematically, reliability 

defines the proportion of the variability in the survey respondents’ responses; that is, 

answers to a reliable survey will differ. Every respondent has different opinions, not 

because the survey is ambiguous or has multiple inferences. The Cronbach’s alpha 

calculation is based on the number of items on the survey (k) and the average inter-item 

covariance ratio to the average item variance, and here n=50.  

A. Organizational Culture:

Cronbach’s alpha test was applied; the value derived was 0.895, highly reliable. The

minimum acceptable value is 0.70 or more, which is permitted in all social sciences

research, and hence, by applying a conservative viewpoint, no item was eliminated at this

stage.

B. Employee Engagement Factors:

The reliability scale of Employee Engagement factors, by applying Cronbach’s alpha test,

the value was 0.839, hence, supported by the closer Cronbach’s Alpha coefficient is to

1.00, the more significant the internal consistency of the items in the scale.

C. Employee Engagement:

For the reliability of the Employee Engagement scale, Cronbach’s alpha reliability test

value was 0.827, which can be again considered the value that indicated the data is highly

reliable.
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3.16 Normality Test: 

By definition, Likert scales are not normally distributed and have more significant 

variance in the data set. The closer the central tendency is to the edges of the scale, the 

more likely it violates the assumption of normality in the t-test. With the n=50 data being 

non-normal, taking the conservative approach, it was advised that the researcher take a 

normality test with the more significant number of samples. 

152



Section 3C – Hypothesis formulation and Statistical tools 



3.17 Hypothesized Model for Study: 

Figure 3.6 - Hypothesized model of study, {Source: Author’s creation} 

3.18 Hypothesis Formulation:  

After the variables were identified and the relationship among them is established, we 

need to develop if the relationships hold. This starts with the formulation of the 

hypothesis. The hypothesis is defined as a logically conjectured relationship with two or 

more variables expressed in the form of a stable statement (Sekaran,2003). The current 

research involves measuring the effect of organizational culture on employee engagement 

and examining the mediation effects of various engagement drivers (factors – defined). 

Four broad hypotheses and their sub-hypothesis are formulated with the variables and 

dimensions (organizational culture, Employee Engagement, and Engagement factors) of 

the study. The hypothesis is as under: 

Hypotheses 1 and its sub-hypothesis: 

Dimensions of Organizational culture as no significant effect on predicting 

Employee Engagement. 

H1a There is no significant effect of Values & Goal Clarity as a determinant of 

Organizational culture on employee Engagement. 
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H1b There is no significant effect of Autonomy as a determinant of Organizational 

culture on employee Engagement. 

H1c There is no significant effect of HR orientation as a determinant of 

Organizational culture on employee Engagement. 

H1d There is no significant effect of Team orientation as a determinant of 

Organizational culture on employee Engagement. 

H1e There is no significant effect of External orientation as a determinant of 

Organizational culture on employee Engagement. 

H1f Customer focus has no significant effect as a determinant of Organizational 

culture on employee Engagement. 

Hypotheses 2 and its sub-hypothesis: 

Organizational Culture has no significant effect on predicting employee 
engagement, comprising vigor, dedication, and employee absorption. 
H2a Organizational Culture does not significantly affect employees’ vigor and 

influences employee engagement.  

H2b Organizational Culture does not significantly affect employees’ dedication and 

influence employee engagement. 

H2c Organizational Culture does not significantly affect employees’ Absorption 

and influence employee engagement. 

H2d There is no significant effect of organizational culture on employee 

engagement. 

Hypotheses 3 and its Sub-Hypothesis: (Mediation Analysis) 

Defined engagement factors have no significant mediating effect between the 

positive relationship of Organizational Culture and Employee Engagement. 

H3a Organizational support has no significant mediating role between the positive 
relationship of organizational culture and employee engagement. 

H3b Organizational communication has no significant mediating role between the 
positive relationship of organizational culture and employee engagement. 

H3c Peer relationship has no significant mediating role between the positive 
relationship of organizational culture and employee engagement. 
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H3d Exceptional leadership has no significant mediating role between the positive 
relationship of organizational culture and employee engagement. 

H3e Training & development has no significant mediating role between the positive 
relationship of organizational culture and employee engagement. 

H3f Health & safety has no significant mediating role between the positive 
relationship of organizational culture and employee engagement. 

H3g Work Environment has no significant mediating role between the positive 
relationship of organizational culture and employee engagement. 

Hypothesis 4 and its sub-hypothesis 

There is no statistically significant difference between demographic 
variables (gender, designation) overall employee engagement level. 

H4a There is no statistically significant difference between genders in predicting 
employees’ overall engagement level. 

H4b There is no statistically significant difference between designation in 
predicting employees’ overall engagement level. 

Table 3.5  – Hypotheses Statements {Source: Author’s formulation} 

3.19 Statistical Tools for Analysis  

The data collected will be analyzed on SPSS 25.0, MS-Excel, and ADANCO 2.0.1 

software. The scale will be administered to measure employee engagement and culture. 

The data analysis will be carried out using Descriptive Statistics and Inferential Statistics. 

Cronbach’s alpha, Spearman’s correlation, Mann-Whitney U test (non-parametric), 

Kruskal Wallis test and Quade’s ANCOVA was applied as data found during the pilot 

study were not normal. Simple regression, Partial least square regression method will test 

the mediation analysis hypothesis. 

3.19.1  Conceptualization of Statistical tools used: 

i. Correlation Analysis:

Correlation is a measurement of the relationship between two variables. It has wide 

applications in business and statistics. The analysis of the relationship between two 
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variables is termed correlation analysis. Correlation analysis describes the strength and 

direction of the linear relationship between two variables. 

Different statistics are available, depending upon the data collected are measurement and 

nature. i.e  

• Pearson product-moment correlation (r) – For normally distributed data
• Spearman correlation (rho) procedure – For non-normal distributed data, the

variable’s measurement is ordinal (Allen M,2017).

ii. Mann-Whitney U test:

The Mann-Whitney U test is the non-parametric alternative to the independent samples t-

test. The test is used to test for differences between two separate groups on an ordinal—

continuous measure. Instead of comparing the two groups’ means, as in the t-test, the 

Mann-Whitney U test compares the medians. It then evaluates whether the ranks for the 

two groups differ significantly. 

iii. Kruskal Wallis test:

The Kruskal-Wallis test, named after the mathematician William Kruskal and W. Allen 

Wallis in 1952. It is a method for testing whether samples originate from the same group 

by comparing medians of two or more groups. The test is referred to as “non-parametric” 

or “distribution-free”, which means it does not specify the distribution parameters. The 

parametric equivalent to the Kruskal-Wallis test is one-way ANOVA (Analysis of 

variance). The hypothesis being tested by the KW statistics is medians are equal to each 

other, and the alternative hypothesis is that medians are not equal. 

iv. Regression Analysis:

Regression analysis is used to assess the strength of a relationship between one dependent 

and independent variable(s). It helps predict a dependent variable’s value from one or 

more independent variables. Regression analysis helps indicate how much variance is 

accounted for in a single response (dependent variable) by a set of independent variables. 
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Regression Analysis can be broadly into two kinds 

• Simple Regression

• Multiple Regression

The simplest form of Regression analysis is called bivariate regression. Two variables are 

involved in the regression. One is the dependent variable to predict, and the other variable 

explains the dependent variable’s variance. The purpose of this kind of regression can be 

either prediction or explanation. However, simple regression is often used to see how well 

scores on the dependent variable can be predicted from the independent variable. The 

regression equation for simple bivariate regression is y = β0 + β1 x + ε. In Multiple 

Regression, however, there are two or more variables. Stated differentially multiple 

regression, just one dependence variable Y but two, three, or more independent variables 

X.  

Both simple bivariate and multiple regression almost always involve inferential tests. A 

measure of to extent to which variability among the dependent variable scores has been 

explained or accounted for. 

v. Mediation Analysis:

The form of interrelationship is referred to as mediation. Mediation involves a set of 

causal hypotheses. An initial variable may influence an outcome variable through a 

mediating variable. 

What is Mediating Variable: A variable that causes mediation between the dependent 

and the independent variables. More specifically, it explains the relationship between the 

dependent and independent variables. The variable that explains the mechanism of the 

effect of IV on DV is referred to as a mediator. 

Mediation is also the causal chain in which one variable affects a second variable that 

affects the third variable. The first variable can be considered the independent variable, 

the second variable is the mediator, and the outcome variable is the dependent variable. 

A variable may be regarded as a mediator to the extent to which it carries the influence of 

a given independent variable (IV) to a given dependent variable (DV) (Mengenci, 

C.,2014). Hence, mediation can occur when in the following situations: 
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• The IV significantly affects the mediator.
• The IV significantly affects DV in the absence of a mediator.
• The mediator has a unique significant effect on the DV.
• The IV and DV effect shrinks upon the mediator’s addition to the model.

Mediation occurs if the mediator partly or entirely transmits the effect of IV on DV. The 

IV may directly impact DV that is not transmitted through the mediator. Below, Figure 

3.3 shows relationships and paths when mediating variables are included in the study. “a” 

points to the path from IV to the mediator. “b” represents MV’s path to DV. In contrast, 

“c” means the effect from IV to DV is included in the study.  

Figure 3.7 Mediation Model diagram, {Source: www.stackexchange.com} 

The mediation analysis is conducted in the current research study with mediating variables 

to determine each mediating variable’s effect using ADANCO 2.0.1 (“advanced analysis 

of composites”) software developed by Jorg Henesler in 2014. ADANCO 2.0.1 implements 

the partial least squares path modelling (PLS), consistent PLS (PLSc), _ confirmatory 

composite analysis (CCA), extraction of the first principal component (PCA), _ ordinary 

least squares regression (OLS), sum scores, canonical correlation analysis, and 

bootstrapping.  

vi. Quade’s ANCOVA:

The analysis of covariance (ANCOVA) is a technique that blends the analysis of variance

(ANOVA) and the linear regression. The ANCOVA analyzes grouped data having a

response (the dependent variable) and two or more predictor variables (called covariates)

where at least one of them is continuous (quantitative, scaled) and one of them is categorical

(nominal, non-scaled). The ANCOVA technique allows analysts to model a variable’s

response as a linear function of the predictor(s), with the line’s coefficients varying among

different groups. Briefly, the main idea is to include additional factors (covariates) as a
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statistical control to explain variation on the dependent variable, reduce the error variation, 

and increase the underlying design’s statistical power (sensitivity). Thus, it differs from the 

analysis of variance (ANOVA), which is used to determine whether test samples’ 

differences might be caused by random variation (Philippas D.,2014). 

Quade’s ANCOVA is a non-parametric alternative of analysis of covariance (ANCOVA) 

developed by (Quade 1967).  It is also known as RANCOVA (Rank analysis of covariance). 

An advanced statistical method that determines how much an independent variable explains 

an outcome with covariate inclusion. And how much covariates explain the error.  

There is no dedicated test in SPSS to perform Quade’s ANCOVA; hence we shall compute 

Quade’s ANCOVA process derived by (Cangur et al., 2018); it’s a 5-step process reduced 

to 3-steps for better understanding. The steps are as follows: 

1. Rank the dependent variable and any covariates using the default settings in the

SPSS RANK procedure. This is done for all cases, ignoring the grouping variable.

2. Run a linear regression of the dependent variable ranks on the ranks of the

covariates, saving the (raw or Unstandardized) residuals, again ignoring the

grouping factor.

3. Run a one-way analysis of variance (ANOVA), using the residuals from the

regression in the previous step as the dependent variable, and the grouping

variable as the factor. The F test resulting from this ANOVA is the F statistic

Quade used.

3.S Summary of Chapter:

The chapter aims to exhibit holistic details on research methods and design, pre-test and 

pilot testing, and hypothesis formulation. It reveals the basic concepts of purpose, scope, 

significance, and objectives of the current research study. In addition to this, it visibly 

explains the hypothesis formulation of all dependent variables and their dimensions, i.e., 

Employee Engagement with all independent variables, i.e., organizational culture. It will 

show the signification of mediating variables (defined) between IV and DV. 
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4.P Prelude:

The Data Analysis part is the core of any research study, which involves collecting 

primary data from a defined population's respondents. The current research study 

systematically analyses quantitative data, standardized, and scientifically to address the 

research's objectives. The survey method is used to collect primary data to establish 

Employee Engagement in the population (Recruitment professionals are working in 

Recruitment firms/Staffing service providing firms – with special reference to Gujarat 

State. 

Primary data was collected, organized, coded, and entered in SPSS 25.0 (Statistical 

Package for the Social Sciences), Adanco 2.0.1. The researcher analyzed the data. A 

total of 4 broad hypotheses and their sub-hypothesis were developed and tested to 

suffice the objectives were subjected to quantitative statistical tests. The statistical tests 

applied to test the multiple dependent and independent variables were descriptive 

analysis, Correlations, Mann Whitney U-test, and Multiple regression analysis. 

This chapter is divided into four sections. 

Section 4A –  Primary data collection,  Interpretation of Respondents' Demographic 

variables. 

 Reliability Analysis and Descriptive analysis  

Section 4B – Measuring of Employee Engagement levels among Recruitment firms. 

Section 4C – Assess the existing Organizational Culture among Recruitment firms. 

Section 4D – Measuring the effect of Organizational Culture dimensions on Employee 

Engagement dimensions and mediation analysis. 

Section 4E – Summary of Hypothesis testing. 

iv



Section 4A -  Primary data collection, Interpretation of Respondents' 

Demographic variables, Reliability analysis and Descriptive analysis 



4.1 Primary Data collection Statistics: 

The researcher did primary data collection and got 368 responses, out of which four 

responses were eliminated due to their irrelevancy. Hence, 364 responses were 

considered for further research. The samples were collected from 137 recruitment firms 

The below table 4.1. shows more information regarding primary data collection. 

Cities Organizations 

Organizations 

responded 

No. of 

Responses 

Ahmedabad 105 56 196 

Vadodara 58 33 85 

Surat 47 27 31 

Rajkot 33 15 40 

Jamnagar 7 6 12 

Total 251 137 364 

Table 4.1 – City-wise responses, {Source: Primary Data, MS Excel 

computation} 

4.2 Analysis and Interpretation of Demographic Variables: 

The demographic analysis helps us understand respondents' characteristics and how 

various research respondents are proportionate. The researcher has recognized certain 

demographic variables such as gender, types of services, catering sectors, types of 

manpower supply with the help of the research committee and literature review. Here, the 

researcher examines the magnitude of defined categorical variables and their sub-

categories that have been classified for each demographic factor. As a research tool, here 

the researcher has applied frequency distribution analysis to understand the classification  

1. Gender:

The frequency table below shows the no. of responses based on gender. It can be seen 

there were 159 male respondents and 205 female respondents who participated in the 

survey. 
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Gender 

Particulars Frequency 

Male 159 

Female 205 

364 

Table 4.2 – Responses received based on gender, {Source: Primary Data, MS Excel 

computation} 

2. No. of Employees:

Below table no. 4.3 shows the organization's maximum and minimum employee strength 

considered for the study. It shows the maximum employee strength of an organization 

was 1500 and the minimum was 5. The researcher did not include the organizations with 

employee strength below 5 in the study. 

No. of Employees 

Particulars Frequency 

Maximum 1500 

Minimum 5 

Table 4.3 – Employee Strength (maximum & minimum), {Source: Primary Data, MS 

Excel computation} 

3. Form of Organization:

Below table 4.4 shows the form of organization undertaken for the study. The researcher 

found that major organizations were corporates or private Ltd organizations, followed by 

proprietorship organizations with a frequency of 82. 

Form of Organization 

Particulars Frequency 

Proprietorship 46 

Partnership 9 

Corporate (Pvt 

Ltd./Public Ltd) 82 

 Total 137 

Table 4.4 – Form of Organization, {Source: Primary Data, MS Excel computation} 
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4. Type of Services:

Below, Table 4.5 shows the frequency distribution related to the type of services provided 

by the Recruitment organizations; we can see that along with "Only Recruitment" and 

"Recruitment Outsourcing" as significant services. Organizations also have broadened 

their scope of services by providing training solutions. And "other" options were added by 

the responses were  HRIS, Payroll, and labour law services. 

Types of Services 

Particulars Frequency Percent 

Only Recruitment 305 49 

Recruitment & Training 61 9.8 

Recruitment Outsourcing 218 35 

Others 39 6.3 

Total 100 

Table 4.5 – Types of Services, {Source: Primary Data, MS Excel computation} 

5. Types of Manpower Supply:

Below table 4.6 and 4.7 provides the frequency distribution of the type of manpower 

supply  provided by the recruitment organizations 

5A. Based on Skill: 

It shows that prominent responses were for a "white collar" workforce, which means 

knowledge professionals like Engineers, Analysts, and Executives – Managers. Hence we 

can interpret a greater market demand for skilled professionals' knowledge over various 

Industries and services. 

Type of manpower supply 1 

Particulars Frequency 

White-collar 286 

Blue-collar 70 

Both 8 

364 

Table 4.6 – Types of Manpower supply 1, {Source: Primary Data, MS Excel 

computation} 
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5B. Based on Duration: 

It shows major of the responses were for "Permanent" manpower supply, which means 

knowledge professionals placed for a position without any duration contract. It was also 

found a few organizations dealt with both kinds of "permanent" and "temporary" 

solutions; these are organizations that majorly deal with industries, which has 

requirements for both professionals and labour.  

Type of manpower supply2 

Particulars Frequency 

Permanent 262 

Temporary 5 

Both 97 

Total 364 

Table 4.7 – Types of manpower supply2, {Source: Primary Data, MS Excel 

computation} 

6. Catering Sectors:

Below table no. 4.8 shows the frequency distribution of a multiple-response question "In 

which sectors do the Recruitment firms provide their services." We can see the IT/ITES 

sector has a maximum frequency of 288, followed by the Manufacturing and 

Pharmaceuticals sectors, i.e., 257 and 217. We can interpret that Gujarat is heading 

towards being a Technology hub, with rising IT/ITES  companies and its talent 

requirements that open a wide array of recruitment companies' opportunities. 

Furthermore, Manufacturing has always been a critical contributor to the Gujarat state's 

growth. Pharmaceutical giants like Intas, Zydus, and many more are expanding their 

horizon, especially in this pandemic situation, which adds up the requirement of human 

resources for the companies. Lastly, the "Others" option of the questions has added 

information regarding various emerging sectors where recruitment firms have immense 

opportunities: BPO, KPO, Healthcare, Retail, E-commerce, Hospitality Diamonds, 

FMCG, Food Processing, and Marine & port. 
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Catering sectors 

Particulars Frequency Percent 

Manufactuirng 257 16.17 

Pharmaceuticals 217 13.7 

Infrastructure 173 10.9 

IT/ITES 288 18.1 

BFSI 180 11.3 

Textile 107 6.7 

Chemicals 90 5.7 

Plastic Manufacturing 114 7.2 

Others 163 10.3 

 Total 100 

Table 4.8 – Catering sectors, {Source: Primary Data, MS Excel computation} 

4.2.1 Cross tabulation & Chi-square: 

The Chi-Square Test of Independence determines whether there is an association between 

categorical variables (i.e., whether the variables are independent or related). It is a 

nonparametric test. This test is also known as the Chi-Square Test of Association.  It is 

used to test if two categorical variables are associated. 

This test utilizes a contingency table to analyze the data. A contingency table (also known 

as a cross-tabulation or two-way table) is a systematic data arrangement in which data is 

classified according to two categorical variables. The categories for one variable appear in 

the rows, and the categories for the other variable appear in columns. Each variable must 

have two or more categories. Each cell reflects the total count of cases for a specific pair 

of types (Kent state university libraries, 2020). 

A. Gender* Designation:

 H0 – There is no statistically significant association between gender and designation. 

 H1 – There is a statistically significant association between gender and designation. 
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designation * Gender Crosstabulation 

Count  

Gender Total 

Male Female 

designation Owners/Founders 37 2 39 

Managers 21 15 36 

Sr. Recruiters/Team 

Lead 

29 37 66 

Recruiters/Technical 

Recruiters 

72 151 223 

Total 159 205 364 

Table 4.9 – Cross-tabulation of Gender and Designation, {Source: Primary Data, SPSS 

25.0 results} 

The table shows the respondents' majorities are from the female category and are 

Recruiters/Technical Recruiters. The males dominated owners/Founders and Managers 

categories as compared to females. Below, Table 4.10 shows the Pearson chi-square 

significant difference is 0.000, which is less than 0.05 (p=0.00 <0.05); hence we reject 

the null hypothesis. Thus there is a significant relationship between gender and 

designation.  

Chi-Square Tests 

Value df Asymptotic 

significance (2-sided) 

Pearson Chi-Square 56.455
a

3 .000 

Likelihood Ratio 63.040 3 .000 

Linear-by-Linear 

Association 

52.863 1 .000 

N of Valid Cases 364 

Table 4.10 – Chi-square test of Gender* Designation, {Source: Primary Data, SPSS 

25.0 results} 
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Figure 4.1 – Cluster bar chart for designation by gender, {Source: Primary data, SPSS 

25.0 graphical output} 

4.3 Reliability Analysis: 

The demographic analysis deals with frequency distribution analysis; in a questionnaire, 

there are questions about continuous variables where the researcher has tried to 

understand respondents' opinions. The researcher has measured these variables on 5-

point Likert scales where 5 represents strongly agree, 4 represents agree, 3 represents 

neutral, 2 = disagree, 1 = strongly disagree. The factors of organizational culture and 

employee engagement were identified with the help of a pilot study and literature 

review. The researcher has framed statements on these factors to determine the opinions 

of 364 respondents.  

Before initiating the data analysis, an essential task for any researcher is to measure the 

data collected's reliability and validity.  Cronbach’s alpha test is used to measure 

reliability. This tool measure internal consistency and correlations of the various 

statements and measures the reliability of a particular variable and statements asked the 

respondents. To interpret the value of continuous variables is less than 0.5, then it's not 

reliable; any value lies between more than 0.5 and less than  0.7 is acceptable. And a 

value of more than 0.7 is desirable. The researcher computed the Cronbach's alpha for 

all 364 samples collected from recruitment professionals representing the culture. The 

researcher took 80 items for assessing reliability, and the Cronbach's value was found to 
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be  0.960, which indicates a high level of internal consistency. Results for the reliability 

statistics are exhibited in table 4.11 

Variable 

Cronbach's 

Alpha 

No. of 

Items 

Values & Goal Clarity 0.767 3 

Autonomy 0.717 3 

HR Orientation 0.806 3 

Team Orientation 0.810 6 

External Orientation 0.843 4 

Customer Focus 0.773 3 

Total Organizational 

culture reliability 
0.911 22 

Vigor 0.828 5 

Dedication 0.879 5 

Absorption 0.897 6 

Total reliability of 

Employee Engagement 

scale 

0.933 16 

Organizational Support 0.883 6 

Org. Communication 0.844 6 

Peer Relationships 0.846 6 

Exceptional Leadership 0.852 6 

Training & Development 0.863 6 

Health & Safety 0.878 6 

Work Environment 0.873 6 

Overall Reliability 0.960 80 

Table 4.11 – Cronbach's alpha values for all variables, {Source: Primary data, SPSS 

25.0 results} 

Coefficient alpha remains commonly applied to measure reliability, although it may 

understate reliability. The thumb of the rule for the used test states that estimates 0.7 or 

higher suggest good reliability (Numally, 1978). Estimates of internal consistency were 
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computed for each variable undertaken in the study. Table 4.11 shows that Cronbach's 

alpha coefficients are acceptable, which means that these variables have internal 

consistency.  

Values & goal clarity: 

Cronbach's 

Alpha 
N of Items 

.767 3 

In response to the statements on values & goal clarity of organizational culture, the 

employee's responses show strong internal consistency. 0.767 reflects high responses. 

Employees were offered statements to rate how they perceive the organization’s values 

& goals and how they communicated.  

Autonomy: 

Cronbach's 

Alpha 
N of Items 

.717 3 

The responses received on organizational culture's autonomy dimension show very 

strong internal consistency. The responses on autonomy reflect a reliable result to be 

trusted upon further analysis. Employees were offered statements to rate the extent of 

autonomy given in their job. 

HR Orientation: 

Cronbach's 

Alpha 
N of Items 

.806 3 

In response to the statements on the HR orientation of organizational culture, the 

employee's responses show strong internal consistency. 0.806 reflects the high 

reliability of responses. Employees were offered statements to rate how they perceive 

their human resources and the extent to which the HR policies are employee-friendly. 
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Team Orientation: 

Cronbach's 

Alpha 
N of Items 

.810 6 

The responses received on the team orientation dimension of organizational culture 

show strong internal consistency. 0.810 reflects the high reliability of responses. The 

reliability value is appropriate for further analysis. Here, the employees were asked to 

rate the statements regarding the coordination among teams at the workplace. 

External Orientation: 

Cronbach's 

Alpha 
N of Items 

.843 4 

The responses received on the organizational culture's external orientation dimension 

show very strong internal consistency. External orientation responses reflect a reliable 

result to be trusted upon further analysis. Employees were offered statements to rate 

how their organization deals with changing the business environment dynamics. 

Customer Focus: 

Cronbach's 

Alpha 
N of Items 

.773 3 

The responses received on the customer focus dimension of organizational culture show 

strong internal consistency. 0.773 reflects the high reliability of responses. The 

reliability value is appropriate for further analysis. Here, the employees were asked to 

rate the statements regarding how effectively the organization works on customer’s 

feedback and suggestions.   

Vigor: 

Cronbach's 

Alpha 
N of Items 

.828 5 
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The data's internal consistency in an individual employee's vigor's statements seems 

strong. The data with 0.828 Cronbach's alpha looks strongly reliable. The respondents 

seem to experience vigor at the workplace, and vigor is characterized by a high level of 

physical energy and willingness to put efforts into their work. 

Dedication: 

Cronbach's 

Alpha 
N of Items 

.879 5 

The data's internal consistency on the statements of an individual employee's dedication 

seems to be strong. The data with 0.879 Cronbach's alpha looks highly reliable for 

further analysis. The respondents exhibit high dedication at the workplace, and 

dedication refers to being strongly involved in work and experiencing a sense of 

significance in the task they perform.  

Absorption: 

Cronbach's 

Alpha 
N of Items 

.897 6 

The data's internal consistency in an individual employee's Absorption's statements 

seems strong. The data with 0.897 Cronbach's alpha looks strongly reliable. The 

respondents seem to be absorbed in the workplace, and Absorption is characterized by 

highly concentrated in one’s work, engrossment and difficulty in detaching from one’s 

work.  

Organizational Support: 

Cronbach's 

Alpha 
N of Items 

.883 6 
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The data's internal consistency of organizational support among individual employees 

seems strong. The data with 0.883 Cronbach's alpha looks strongly reliable. The 

respondents seem to have adequate organizational support characterized by the 

availability of support in imbibing organizational values & goals, exercising autonomy 

and meaningful human resource practices.  

Organizational Communication: 

Cronbach's 

Alpha 
N of Items 

.844 6 

The responses received on the organizational communication show strong internal 

consistency. 0.844 reflects the high reliability of responses. The reliability value is 

appropriate for further analysis. Here, the employees were asked to rate the statements 

regarding communication typology prevailing through the organization regarding 

formal & informal communication, the role of communication in building 

organizational values, effective communication strategies to deal with customers and 

ensuring adequate and timely communication to all employees within.  

Peer Relationships: 

Cronbach's 

Alpha 
N of Items 

.846 6 

In response to peer relationships statements, the employee's responses show strong 

internal consistency. 0.846 reflects the high reliability of responses. Employees were 

offered statements to rate how cordial are peer relationships, their role in building 

positive organizational culture  & enhancing employees' engagement levels.  

Exceptional Leadership: 

Cronbach's 

Alpha 
N of Items 

.852 6 
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In response to exceptional leadership statements, the employee's responses show strong 

internal consistency. 0.852 reflects the high reliability of responses. Employees were 

offered statements to rate how they perceive their leaders in inculcating organizational 

values, giving autonomy, human resource practices, smooth team functioning and 

approach towards clients and business dynamism.   

Training & Development: 

Cronbach's 

Alpha 
N of Items 

.863 6 

The responses received on the training & development show strong internal 

consistency. 0.863 reflects the high reliability of responses. The reliability value is 

appropriate for further analysis. Here, the employees were asked to rate the statements 

regarding training & development interventions exercised in an organization that aligns 

with organizational values & goals.  Allowing employees to identify their own training 

needs, enhancing team skills, which helps build engagement among employees. 

Health & Safety: 

Cronbach's 

Alpha 
N of Items 

.878 6 

The responses received on the health & safety show strong internal consistency. 0.878 

reflects high reliability of responses. The reliability value is appropriate for further 

analysis. Here, the employees were asked to rate the statements regarding health & 

safety measures taken in an organization, an integral part of organizational culture that 

shall contribute to employee engagement.  

Work Environment: 

Cronbach's 

Alpha 
N of Items 

.873 6 
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In response to work environment statements, the employee's responses show strong 

internal consistency. 0.873 reflects the high reliability of responses. Employees rated 

opinions on how good their work environment is in adaptiveness, appreciating 

autonomy, human resource practices, and teamwork to create a conducive work 

environment that leads to enhanced engagement levels. 

4.4 Descriptive Analysis: 

After calculating reliability estimates, it is inevitable to find out all 364 respondents' 

opinions for each statement made of continuous variables. To suffice this requirement, 

the researcher has performed descriptive analysis using tools of central tendency that is 

Mean (͞X), Median (M) and Mode (Z), as well as the ideal measurement of dispersion. 

These tools are the core of any descriptive analysis and can be interpreted as follows: 

Mean: 

The mean is the arithmetic average of overall data representing the respondents' average 

opinion in the study. In this study, a value of more than three indicates agree and 

strongly agree. A value of less than three indicates disagree and strongly disagree with 

statements. And the mean value is found to be precisely 3 shows that the respondent's 

neutral response to a particular statement.  

Median: 

The median is the middle value. It is the value that divides the data into two halves. If 

the median value is more than 3, more than fifty percent of the respondents hold 

opinions towards the agree and strongly disagree sides. If the median value is less than 

3, it shows the respondents' opinions towards; the disagree and strongly disagree sides.  

Mode: 

It simply means the value that occurs most frequently in a  dataset. In other words, the 

mode is the value that indicates the respondents' highest choice for a particular 

statement. In this study, 364 samples have been collected, and various statements have 

been applied to five-point Likert scales. Hence if the mode value is 1, most of the 

respondents held their opinions as strongly disagree. Similarly, if the value is 2, then 
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their opinion is “disagree”, in the case of 3, they have opined neutrally; in other words, 

neither agree nor disagree. And if the value is  4,5, they hold the opinion “agree” and 

“strongly agree” respectively. 

Above mentioned tools of the central tendency give the respondents' direction of the 

respondents' opinion. The researcher also applies the tool for dispersion that is the 

standard deviation. It measures respondents' stand and is also used to analyze the 

fluctuation among responses. Standard deviation indicates how far the respondents' 

opinions are scattered from the mean value. It shows an average change in the 

respondents' opinion from its average value. The descriptive analysis shall not serve 

enough richness to match the current research trends and raise research standards. 

Hence it necessary to apply inferential tools, which shall help understand the directional 

issues. 

4.4.1 Descriptive Analysis of Organizational culture and its dimensions: 

Item no. Mean Median Mode Std. Deviation 

VG1 4.18 4 4 0.773 

VG2 4.27 4 4 0.685 

VG3 4.25 4 4 0.712 

AU1 4.02 4 4 0.776 

AU2 4.25 4 4 0.758 

AU3 4.25 4 4 0.731 

HRO1 4.16 4 4 0.741 

HRO2 4.20 4 4 0.752 

HRO3 4.32 4 5 0.722 

TO1 4.23 4 4 0.755 

TO2 4.11 4 4 0.804 

TO3 4.12 4 4 0.691 

TO4 4.15 4 4 0.762 

TO5 4.18 4 4 0.746 

TO6 4.15 4 4 0.752 
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EXO1 4.19 4 4 0.716 

EXO2 4.25 4 4 0.746 

EXO3 4.23 4 4 0.721 

EXO4 4.22 4 4 0.722 

CF1 4.29 4 4 0.721 

CF2 4.29 4 4 0.732 

CF3 4.20 4 4 0.737 

Table 4.12 – Descriptive analysis of organizational culture and its dimensions, {Source: 

Primary data, SPSS 25.0 results} 

From the above table 4.12, it is quite evident that employees perceive positive 

organizational culture. A large chunk of employees believes that they have a healthy 

organizational culture. With a mean of 4.27, this reflects that the employees have a clear 

understanding of goals and objectives derived from organizational values. The mean 

value of autonomy 4.25 indicates that employees are given the freedom to express 

opinions, being decisive in given situations and have the liberty to find new ways of 

doing things. The relatively higher mean value, 4.32 of HR orientation, suggests an 

employee feels satisfied with human resource practices; employee development is an 

integral part of the organizational culture.  

Team orientation with a mean value of 4.23 stipulates that the relationship with the 

peers and subordinates is cordial, and team goals are defined through cooperation and 

consultation. When dealing with business dynamism, the mean value of external 

orientation 4.25 indicates that the organization collectively works towards a satisfying 

client base, and employees are trained to appreciate market/customer requirements and 

respond to their needs. Lastly, the customer focus dimension with the mean value of 

4.29 depicts the organization customer-oriented. In other words, meeting client 

expectations of quality services is the top priority of an organization; customer feedback 

is appreciated and worked upon. 
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4.4.2 Descriptive Analysis of Employee Engagement and its dimensions: 

Item no. Mean Median Mode Std. Deviation 

VG1 4.14 4 4 0.772 

VG2 4.14 4 4 0.673 

VG3 4.14 4 4 0.693 

VG4 4.07 4 4 0.750 

VG5 4.12 4 4 0.726 

DE1 4.18 4 4 0.684 

DE2 4.19 4 4 0.689 

DE3 4.17 4 4 0.736 

DE4 4.26 4 4 0.654 

DE5 4.11 4 4 0.721 

AB1 4.19 4 4 0.672 

AB2 4.10 4 4 0.741 

AB3 4.22 4 4 0.672 

AB4 4.10 4 4 0.635 

AB5 4.15 4 4 0.726 

AB6 4.17 4 4 0.711 

Table 4.13 – Descriptive analysis of Employee Engagement and its dimensions, 

{Source: Primary data, SPSS 25.0 results} 

From the above table 4.13, it is evident that employees are engaged in an organization. 

A large chunk of employees is engaged in their organization. With a mean of 4.14, the 

employees feel strong and bursting with energy, feeling like going to work. The mean 

value of dedication 4.26 indicates that employees are enthusiastic at work;  feel proud 

of their work. The relatively higher mean value of 4.22 of HR absorption suggests that 

employees are focused, happily engrossed in work, and have difficulty detaching from 

the job.   
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4.4.3 Descriptive Analysis of various employee engagement factors: 

Item no. Mean Median Mode Std. Deviation 

OS1 4.41 5 5 0.688 

OS2 4.22 4 4 0.686 

OS3 4.29 4 5 0.732 

OS4 4.22 4 4 0.746 

OS5 4.25 4 4 0.764 

OS6 4.34 4 5 0.692 

OCOM1 4.31 4 4 0.696 

OCOM2 4.25 4 4 0.713 

OCOM3 4.26 4 4 0.724 

OCOM4 4.24 4 4 0.742 

OCOM5 4.33 4 5 0.700 

OCOM6 4.31 4 4 0.680 

PR1 4.21 4 4 0.677 

PR2 4.23 4 4 0.706 

PR3 4.21 4 4 0.748 

PR4 4.23 4 4 0.741 

PR5 4.15 4 4 0.811 

PR6 4.24 4 4 0.734 

EL1 4.25 4 4 0.734 

EL2 4.28 4 4 0.699 

EL3 4.27 4 4 0.733 

EL4 4.27 4 4 0.692 

EL5 4.24 4 4 0.714 

EL6 4.30 4 4 0.699 

TD1 4.29 4 4 0.716 

TD2 4.15 4 4 0.794 

TD3 4.19 4 4 0.792 

TD4 4.22 4 4 0.737 

177



TD5 4.25 4 4 0.740 

TD6 4.21 4 4 0.754 

HS1 4.37 4 5 0.683 

HS2 4.29 4 4 0.689 

HS3 4.27 4 4 0.710 

HS4 4.19 4 4 0.691 

HS5 4.20 4 4 0.753 

HS6 4.21 4 4 0.760 

WE1 4.24 4 4 0.708 

WE2 4.19 4 4 0.762 

WE3 4.24 4 4 0.756 

WE4 4.30 4 5 0.728 

WE5 4.29 4 4 0.702 

WE6 4.35 4 5 0.686 

Table 4.14 – Descriptive analysis of various employee engagement factors, {Source: 

Primary data, SPSS 25.0 results} 

From table 4.14, it can is observed that employees are satisfied with the various 

engagement factors prevailing in an organization. The mean value of 4.29 for 

organizational support reflects that human resource practices are made more meaningful 

when they feel organizational support. Employees rated organizational communication 

as a critical factor in building culture and engagement. The mean value of 4.33 shows a 

strong communication network in an organization, ensuring adequate knowledge and 

information is communicated on time.  

Peer relationships seem to be cordial as per the employees' rating with the mean of 4.23 

and 4.25, reflecting healthy peer relations while working autonomously. And is also 

helpful in appraising the behavioural skills of employees. The ratings for exceptional 

leadership from employees opines that they are happy with their workplace leaders. The 

mean value of 4.28 and 4.30 stipulates that extraordinary leaders have better 

organizational gains, and business dynamics are absorbed better by the employees.  
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Employees seem to be satisfied with the training & development interventions 

implemented in an organization, with a mean value of 4.29. It reflects training & 

development practices are in line with organizational values and goals, which leads to 

positive outcomes at an individual level and organizational at large. With the mean of 

4.37 for health & safety, it can be inferred that employees' health & safety is critical for 

organizations. The mean values 4.30 and 4.35 suggests a pleasant work environment is 

present in an organization in terms of smooth functioning across teams and employee’s 

approach towards the customers, which are well ingrained into the work environment.  

4.5 Frequency distribution Analysis:  

A percentage frequency distribution analysis is an exhibit of data that specifies the 

count and percentage of observations that exist for each data point. It a method of 

expressing the relative frequencies of survey responses and other data. 

Various organizational culture and engagement factors are rated on a five-point Likert 

scale by the respondents where 5 – Strongly agree, 4 – Agree, 3 – Neutral, 2 – Disagree 

and 1 – Strongly disagree. And Employee Engagement statements are rated on a five-

point Likert scale by the respondents. 5 – Always, 4 – Often, 3 – sometimes, 2 – Rarely 

and 1 – Never. 

Values & Goal Clarity: 

VG1 Frequency Percent 

1 4 1.1 

2 5 1.4 

3 42 11.5 

4 182 50 

5 131 36 

Total 364 100 

VG2 Frequency Percent 

1 1 0.3 

2 2 0.5 

3 37 10.2 
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4 180 49.5 

5 144 39.6 

Total 364 100 

VG3 Frequency Percent 

1 1 0.3 

2 4 1.1 

3 40 11.0 

4 177 48.6 

5 142 39.0 

Total 364 100 

Table 4.15 – Frequency-percentage distribution for values & goal clarity, {Source: 

Primary data, SPSS 25.0 results} 

From the above table 4.15, most respondents live the organizations' core values. They 

also agreed upon having a clear understanding of business objectives and goals within 

the organization’s values. Hence, organizations have well-articulated their business 

philosophy to their employees. 

Autonomy: 

AU1 Frequency Percent 

1 4 1.1 

2 4 1.1 

3 70 19.2 

4 189 51.9 

5 97 26.6 

Total 364 100 

AU2 Frequency Percent 

1 2 0.5 

2 5 1.4 

3 43 11.8 

4 163 44.8 

5 151 41.5 
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Total 364 100 

AU3 Frequency Percent 

1 1 0.3 

2 4 1.1 

3 45 12.4 

4 168 46.2 

5 146 40.1 

Total 364 100 

Table 4.16 – Frequency-percentage distribution for Autonomy, {Source: Primary data, 

SPSS 25.0 results} 

The majority of the respondents agrees with the statements offered on autonomy; for the 

first statement, respondents agreed upon the authority provided to go beyond the rules 

when it's exceptionally necessary. Respondents agreed upon the freedom to express 

their opinions and suggestions and experiment with new ways of working without fear 

of failure.  

HR Orientation: 

HRO1 Frequency Percent 

1 0 0 

2 5 1.4 

3 60 16.5 

4 170 46.7 

5 129 35.4 

Total 364 100 

HRO2 Frequency Percent 

1 1 0.3 

2 6 1.6 

3 50 13.7 

4 171 47.0 

5 136 37.4 
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Total 364 100 

HRO3 Frequency Percent 

1 1 0.3 

2 4 1.1 

3 37 10.2 

4 157 43.1 

5 165 45.3 

Total 364 100 

Table 4.17 – Frequency-percentage distribution for HR Orientation, {Source: Primary 

data, SPSS 25.0 results} 

It is evident from the above table 4.17 that respondents are satisfied with their 

organizations' human resource practices. Many respondents agreed upon experiencing 

human resource orientation from the policy formulation to implementing the same 

ongoing basis. They also agreed upon employee development through counselling and 

motivation in a stable work environment.  

Team Orientation: 

TO1 Frequency Percent 

1 2 0.5 

2 5 1.4 

3 44 12.1 

4 168 46.2 

5 145 39.8 

Total 364 100 

TO2 Frequency Percent 

1 4 1.1 

2 7 1.9 

3 54 14.8 

4 178 48.9 

5 121 33.2 
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Total 364 100 

TO3 Frequency Percent 

1 2 0.5 

2 1 0.3 

3 53 14.6 

4 205 56.3 

5 103 28.3 

Total 364 100 

TO4 Frequency Percent 

1 1 0.3 

2 7 1.9 

3 55 15.1 

4 174 47.8 

5 127 34.9 

Total 364 100 

TO5 Frequency Percent 

1 2 0.5 

2 6 1.6 

3 44 12.1 

4 184 50.5 

5 128 35.2 

Total 364 100 

TO6 Frequency Percent 

1 1 0.3 

2 6 1.6 

3 56 15.4 

4 177 48.6 

5 124 34.1 

Total 364 100 

Table 4.18 – Frequency-percentage distribution for Team Orientation, {Source: 

Primary data, SPSS 25.0 results} 
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The majority of the respondents agreed upon the statements regarding team orientation. 

Statements were offered on team orientation regarding its formation in line with 

organizational objectives, cooperation & coordination while planning/executing team 

goals, keeping team goals above personal goals and interdependency among 

departments to smooth tasks. 

External Orientation: 

EXO1 Frequency Percent 

1 0 0 

2 5 1.4 

3 50 13.7 

4 180 49.5 

5 129 35.4 

Total 364 100 

EXO2 Frequency Percent 

1 1 0.3 

2 4 1.1 

3 49 13.5 

4 159 43.7 

5 151 41.5 

Total 364 100 

EXO3 Frequency Percent 

1 0 0 

2 4 1.1 

3 50 13.7 

4 168 46.2 

5 142 39.0 

Total 364 100 

EXO4 Frequency Percent 

1 1 0.3 

184



2 4 1.1 

3 45 12.4 

4 177 48.6 

5 137 37.6 

Total 364 100 

Table 4.19 – Frequency-percentage distribution for External Orientation, {Source: 

Primary data, SPSS 25.0 results} 

External orientation statements deal with accessibility and organization adaptability 

towards current market trends. Statements give insights about employees being trained 

to appreciate market requirements, satisfying customer requirements, and collective 

efforts towards attaining competitive advantage. A large chunk of agreed responses 

suggests that external orientation has been crucial to building a robust organizational 

culture. 

Customer Focus: 

CF1 Frequency Percent 

1 1 0.3 

2 5 1.4 

3 36 9.9 

4 168 46.2 

5 154 42.3 

Total 364 100 

CF2 Frequency Percent 

1 2 0.5 

2 2 0.5 

3 42 11.5 

4 162 44.5 

5 156 42.9 

Total 364 100 

CF3 Frequency Percent 
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1 2 0.5 

2 1 0.3 

3 54 14.8 

4 171 47.0 

5 136 37.4 

Total 364 100 

Table 4.20 – Frequency-percentage distribution for Customer focus, {Source: Primary 

data, SPSS 25.0 results} 

Majority of the respondents agreed upon the statements regarding customer focus. 

Statements were offered on customer focus to meet client expectations and provide the 

best services, working upon customer’s feedback and being proactive in anticipating 

future needs. Response rating suggests that the organization focuses on its customers, 

leading to positive organizational culture.  

Vigor: 

VI1 Frequency Percent 

1 5 1.4 

2 6 1.6 

3 38 10.4 

4 198 54.4 

5 117 32.1 

Total 364 100 

VI2 Frequency Percent 

1 1 0.3 

2 2 0.5 

3 48 13.2 

4 206 56.6 

5 107 29.4 

Total 364 100 

VI3 Frequency Percent 
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1 1 0.3 

2 4 1.1 

3 47 12.9 

4 202 55.5 

5 110 30.2 

Total 364 100 

VI4 Frequency Percent 

1 5 1.4 

2 4 1.1 

3 49 13.5 

4 210 57.7 

5 96 26.4 

Total 364 100 

VI5 Frequency Percent 

1 3 0.8 

2 6 1.6 

3 40 11.0 

4 209 57.4 

5 106 29.1 

Total 364 100 

Table 4.21 – Frequency-percentage distribution for Vigor, {Source: Primary data, SPSS 

25.0 results} 

Most of the respondents agreed upon the statements for physical engagement. They feel 

energetic, strong, and vigourous at work. They don’t feel fatigued when asked to work 

for a more extended period, and there is perseverance among employees when they face 

a difficult situation.  

Dedication: 

DE1 Frequency Percent 

1 1 0.3 
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2 3 0.8 

3 43 11.8 

4 199 54.7 

5 118 32.4 

Total 364 100 

DE2 Frequency Percent 

1 0 0 

2 4 1.1 

3 46 12.6 

4 190 52.2 

5 124 34.1 

Total 364 100 

DE3 Frequency Percent 

1 1 0.3 

2 7 1.9 

3 46 12.6 

4 186 51.1 

5 124 34.1 

Total 364 100 

DE4 Frequency Percent 

1 0 0 

2 3 0.8 

3 34 9.3 

4 194 53.3 

5 133 36.5 

Total 364 100 

DE5 Frequency Percent 

1 4 1.1 

2 5 1.4 

3 38 10.4 
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4 218 59.9 

5 99 27.2 

Total 364 100 

Table 4.22 – Frequency-percentage distribution for  Dedication, {Source: Primary data, 

SPSS 25.0 results} 

It is evident from the respondent's opinions on dedication, which features 

belongingness, enthusiasm and pride. They show readiness to work for challenging 

tasks. Hence, we can say that organizations take good care of their employee well-being 

from their opinions.  

Absorption: 

AB1 Frequency Percent 

1 1 0.3 

2 1 0.3 

3 45 12.4 

4 198 54.4 

5 119 32.7 

Total 364 100 

AB2 Frequency Percent 

1 3 0.8 

2 5 1.4 

3 50 13.7 

4 200 54.9 

5 106 29.1 

Total 364 100 

AB3 Frequency Percent 

1 1 0.3 

2 4 1.1 

3 33 9.1 

4 203 55.8 
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5 123 33.8 

Total 364 100 

AB4 Frequency Percent 

1 0 0 

2 2 0.5 

3 39 10.7 

4 210 57.7 

5 113 31.0 

Total 364 100 

AB5 Frequency Percent 

1 1 0.3 

2 7 1.9 

3 46 12.6 

4 194 53.3 

5 116 31.9 

Total 364 100 

AB6 Frequency Percent 

1 2 0.5 

2 6 1.6 

3 36 9.9 

4 204 56.0 

5 116 31.9 

Total 364 100 

Table 4.23 – Frequency-percentage distribution for Absorption, {Source: Primary data, 

SPSS 25.0 results} 

Most of the respondents agreed upon the absorption dimension of employee engagement. 

Employees at an organization are entirely concentrated in their work, and they feel 

happily engrossed in their work. Employees with this characteristic always enjoy their 

work to the extent that they get lost in work, and it is difficult for them to detach from 

work.  
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Section 4B - Measuring of Employee Engagement levels among Recruitment firms. 



4.6 Measurement, analysis, and Interpretation of Engagement levels of 

Recruitment professionals: 

This section aimed to suffice the requirements of the study's second objective, i.e., to 

measure the employees' engagement levels working in  Recruitment firms. This scale's 

items consist of engagement or disengagement at work with dimensions mainly Vigor, 

Dedication, and Absorption. The overall level of engagement gives a holistic view of 

engagement results. And to  understand the engagement levels, it is necessary to 

understand its items 

VIGOR V1 At my work, I feel bursting with energy 

V2 At my job, I feel strong and vigorous 

V3 When I wake up in the morning, I feel like going to work 

V4 I can continue working for very long periods at a time 

V5 At my work, I always persevere, even when things do not go 

well 

DEDICATION D1 I find the work that I do full of meaning and purpose 

D2 I am enthusiastic about my job 

D3 My job inspires me 

D4 I am proud of the work that I do 

D5 To me, my job is challenging 

ABSORPTION A1 Time flies when I am working 

A2 When I am working, I forget everything else around me 

A3 I feel happy when I am working intensely 

A4 I am immersed in my work 

A5 I get carried away when I am working 

A6 It is difficult to detach myself from my job 

   Table 4.24 – Items for Employee Engagement scale, {Source: UWES (Schaufeli et al., 

2006)} 

The results were analyzed using percentage analysis to determine the percentage of 

employee engagement and disengagement. A scale iterated on the 5 – point Likert scale 

from  5-Always, 4-Often, 3- Sometimes, 2-Rarely, 1 – Never, here a combination of 
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"Always" and "often" responses are considered as percent favourable, "sometimes" is 

deemed to be a neutral response, while a combination of "rarely" and "never" is 

regarded as percent unfavourable. The below table 4.12 exhibits the same: 

Item 

no. 

Unfavourable 

(in %) 

Nuetral 

(in %) 

Favorable 

(in %) 
Total 

V1 3.0 10.4 87.0 100 

V2 0.8 13.2 86.0 100 

V3 1.4 12.9 86.0 100 

V4 2.5 13.5 84.0 100 

V5 2.5 11.0 87.0 100 

D1 1.1 11.8 87.0 100 

D2 1.1 12.6 86.3 100 

D3 2.2 12.6 85.0 100 

D4 0.8 9.4 90.0 100 

D5 2.5 10.4 87.0 100 

A1 0.5 12.4 87.0 100 

A2 2.2 13.7 84.0 100 

A3 1.4 9.10 90.0 100 

A4 0.5 10.7 88.7 100 

A5 2.2 12.6 85.0 100 

A6 2.2 9.90 88.0 100 

Table 4.25 – Percentage Analysis for Employee Engagement Scale, {Source: Primary 

data, SPSS 25.0 results} 

The above table is indicative that there prevail high levels of engagement, i.e., average % 

favourable was found 86% for vigor dimension which has five items and its characterized 

by high levels of energy and mental resilience,  87.06% for dedication dimension which 

also has five items characterized by strong work involvement and feeling a sense of 

enthusiasm, inspiration, and pride. Lastly, 87.11% for the Absorption dimension has six 

items marked by being fully concentrated in work, happy engrossment in work, and one 

facing difficulty to detach from the work (Schaufeli et al., 2002). Hence we can infer that 
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engagement levels are comparatively higher with dedication and absorption dimensions 

of engagement. Individuals feel a sense of pride and enthusiasm at their workplace, 

making them endeavour to work with better concentration, ultimately resulting in a better 

retention ratio. 

Employee Engagement Levels: 

Information drawn from the mean, standard deviation and standard error indicates a 

considerably good employee engagement level in the firm. As the readings in Table 4.26 

show the average score of 4.15 indicates a threshold that determines the often-prevalent 

feeling of being engaged at work as expressed by the respondents. The relatively higher 

mean (at 4.15) and a slight standard deviation (at 0.49) suggest that the organization's 

employees feel highly engaged at work. The relatively smaller standard error (0.02) 

suggests that the sample is sufficient to study the firm's engagement levels.  

Another finding that may be of interest to the managers at the firm is the variability of 

engagement levels among various employees. This statistically represented using the 

classification suggested by Schaufeli and Bakker (2003). As per the study, employees 

depending on their engagement levels, are classified into five categories: ‘very high’, 

‘high’, ‘moderate’, ‘low’ and ‘very low’ (see Table 4.14).  

From Table 4.15, it is interpretable that the majority of the respondents are highly 

engaged with their work. Only 18 per cent of employees are highly energetic, dedicated 

and wholly absorbed in their work in the organization. More than quarter portions are 

highly engaged at work, whereas less engaged employees’ range between 4.9 and 17 per 

cent, which means that approximately one-fourth of employees’ contribution towards the 

organization remains minimal. The threshold has been set based on the frequency of 

responses in the Likert scale that ranges from 1 to 5. 

Mean Std. deviation SE Range 

4.15 0.49 0.02 2.00 -5.00 

Table 4.26  - Mean (M), Standard deviation (SD), Standard Error (SE) estimates of 

engagement, {Source: Primary data, SPSS 25.0 results} 
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Categories Threshold limits (in percentiles) 

Very highly engaged 95 

Highly engaged 75 

Moderately engaged 50 

Low engaged 25 

Very low engaged < 5 

Table 4.27 - Categorization of Employee Work Engagement Levels Suggested by 

Schaufeli and Bakker (2003), {Source: Schaufeli and Bakker (2003)} 

Categories Threshold values Percentage of employees 

Very highly engaged 5.00 24.2 

Highly engaged 4.50 33.2 

Moderately engaged 4.13 20.6 

Low engaged 4.00 17.0 

Very low engaged 3.01 4.90 

Table 4.28 - Engagement Levels of Employees in Terms of Percentages, {Source: 

Primary data, SPSS 25.0 results} 

4.7 The relationship between Employee Engagement and its dimensions: 

  4.7.1 Correlation Analysis: 

This section aims to study the relationship between Employee Engagement and its 

dimensions. Correlation coefficients were computed, and with data to be analyzed is 

ordinal and non-normal, spearman's rho (2-tailed) test is used. The analysis and 

Interpretation of correlation statistics are as follows: 

Variables Employee Engagement 

Vigor 0.862** 

Dedication 0.839** 

Absorption 0.886** 

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

Table 4.29 – Spearman's Correlation for Employee Engagement and its dimensions, 

{Source: Primary data, SPSS 25.0 results} 
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The lower p-values of ( 0.000 ) for each factor in table 4.29 indicate a significant 

relationship between employee engagement and its dimensions, Vigor, Dedication, and 

Absorption. Correlation coefficients, i.e. (r= 0.862), (r=0.839), (r=0.886)  are for all the 

three dimensions, show a positive correlation. Hence it is concluded that there is a 

significant relationship between employee engagement and its dimensions at a 95% 

confidence level. As the Correlation shows higher for the "absorption" dimension, we can 

infer that the employees are usually happily engrossed in their work. They are carried 

away by their work, which leads to better work efficiency. 
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 Section 4C – Assess the existing Organizational Culture among Recruitment 

firms. 



4.8 Measurement, analysis, and Interpretation of the Organizational Culture of 

Recruitment Organizations: 

The researcher aims this section to suffice the requirements of the third objective of the 

study, i.e., "To study the existing organizational culture and its various dimensions." The 

researcher measured Organizational culture from the six dimensions, i.e., Values & Goal 

clarity, Autonomy, HR orientation, Team Orientation, External Orientation, and 

Customer focus. These six dimensions have 22 statements. These statements have a five-

point Likert scale technique whereas 5- strongly agree, 4 - Agree, 3- Neutral (neither 

agree nor disagree), 2- Disagree, and 1 – Strongly Disagree, and the total score had 

measured and categorized into three heads Weak, Moderate and Strong by using 

percentage analysis 

Item 

no. 

Weak 

(in %) 

Moderate   

(in %) 

Strong 

(in %) 
Total 

VG1 2.5 11.5 86.0 100 

VG2 0.8 10.2 89.0 100 

VG3 1.4 11.0 87.6 100 

AU1 2.2 19.2 78.6 100 

AU2 1.9 11.8 86.3 100 

AU3 1.4 12.4 86.3 100 

HRO1 1.4 16.5 82.1 100 

HRO2 1.9 13.7 84.3 100 

HRO3 1.4 10.2 88.5 100 

TO1 1.9 12.1 86.0 100 

TO2 3.0 14.8 82.1 100 

TO3 0.8 14.6 84.6 100 

TO4 2.2 15.1 82.7 100 

TO5 2.2 12.1 85.7 100 

TO6 1.9 15.4 82.7 100 

EXO1 1.4 13.7 84.9 100 

EXO2 1.4 13.5 85.2 100 
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EXO3 1.1 13.7 85.3 100 

EXO4 1.4 12.4 86.3 100 

CF1 1.6 9.9 88.5 100 

CF2 1.1 11.5 97.4 100 

CF3 0.8 14.8 84.3 100 

Table 4.30 – Percentage Analysis of Organizational Culture Scale, {Source: Primary 

data, SPSS 25.0 results} 

It is strongly evident from the above table 4.30 that a healthy organizational culture exists. 

Each dimension contributes to making a strong organizational culture, i.e., average % 

Strong was found 90% of Customer focus which had three items characterized by meeting 

clients expectations; working towards the customers' feedback and being proactive 

towards the customers need and market dynamics found to be a critical dimension among 

the recruitment organizations. It was followed by 87% for the dimension of Values & 

Goal clarity, which has three items characterized by "living" by the organisation's core 

values, a good understanding of business objectives, and individual clarity on the 

particular job's goals and objectives. Hence we can infer that deriving higher %values on 

these two dimensions makes them critical contributors to a robust organizational culture. 

  

Threshold 

percentiles Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid weak 33 28.6 28.6 28.6 

moderate 66 34.3 34.3 62.9 

strong 100 37.1 37.1 100.0 

Total 
 

100.0 100.0   

Table 4.31 – Percentage Analysis of overall Organizational Culture, {Source: Primary 

data, SPSS 25.0 results} 

When measuring overall culture, and Organizational culture were categorized in 3 

categories “weak”, “Moderate” “strong” here we can see majority respondents have said 

they have strong organizational culture. It is also seen there is no major difference % of 

moderate to strong organizational culture. Hence we can also say that there moderately-

strong organizational culture among recruitment firms. 
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4.9 The relationship between Organizational Culture and its dimensions: 

4.9.1 Correlation Analysis: 

The correlation analysis has been used and discussed in the following table to examine 

the close association between recruitment organizations' organizational culture and its 

dimensions. Correlation is the most commonly used technique for investigating the 

relationship between two quantitative variables. The goal of correlation analysis is to see 

whether two measurement variables co-vary and quantify the relationship's strength 

between the variables. 

Variables Organizational Culture 

Values & Goal Clarity 0.772** 

Autonomy 0.754** 

HR Orientation 0.826** 

Team Orientation 0.897** 

External Orientation 0.821** 

Customer Focus 0.799** 

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

Table 4.32 – Spearman's Correlation for Employee Engagement and its dimensions, 

{Source: Primary data, SPSS 25.0 results} 

It is noted from the analysis table 4.32 that the selected independent variables are 

correlated with the dependent variables of organizational culture. While considering the 

opinion towards an organizational culture of Recruitment organizations, the variables like 

Values & Goal Clarity, Autonomy, HR Orientation, Team Orientation, External 

Orientation, and customer focus are having a significant positive association with 

Organizational culture. From the analysis, the researcher found that the variable "Team 

orientation" has the highest Correlation (r=0.897); we can infer that there is cordial 

relations among peers and subordinates and ensures the task's smooth functioning at the 

team level. It was followed by "HR Orientation" (r=0.826) can be inferred as overall there 

are good HR policies and practices prevail in an organization, which results in building a 

strong Organizational culture. 
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4.9.2 Multiple Regression Analysis: 

In the following analysis, the researcher studied the Organizational Culture of a 

Recruitment organization among the respondents and six independent factors. All six 

factors were closely associated with recruitment organizations, selected six independent 

factors: Values & Goal Clarity, Autonomy, HR Orientation, Team Orientation, External 

Orientation, and Customer Focus. 

The results were derived using multiple regression analysis to measure the 

interdependence of independent factors and organizational culture. Multiple regression 

analysis is a powerful statistical technique used for predicting the unknown value of a 

variable from the known value of two or more variables, also known as predictors. 

Multiple regression analysis helps us predict Y's value for given values of X1, X2, …, Xk. 

The multiple regression equation of Y on X1, X2, …, Xk is given by: Y = b0 + b1 X1 + b2 

X2 + …………………… + bk Xk The results of multiple regression analysis are shown in 

Table 4.33 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) -0.118 0.054 -2.184 0.030 

VG 0.177 0.016 0.198 10.886 0.000 

AU 0.097 0.014 0.120 7.036 0.000 

HRO 0.178 0.016 0.205 10.807 0.000 

TO 0.291 0.019 0.313 14.959 0.000 

EXO 0.146 0.019 0.155 7.877 0.000 

CF 0.131 0.017 0.150 7.866 0.000 

Model R R Square Adjusted R Square Std error of the Estimate 

1 .975a 0.951 0.950 0.10579 

Table 4.33–Multiple Regression Analysis for Organizational culture, {Source: Primary 

data, SPSS 25.0 results} 
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The researcher found multiple linear regression co-efficient (dependent variable) to be a 

statistically good fit as R2 is 0.951. It shows that independent variables contribute about 

95.1 percent of the variation in the opinion of organizational culture by the selected 

sample respondents, which is statistically significant at the 1% level. 
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Section 4D – Measuring the effect of Organizational Culture dimensions on 

Employee Engagement dimensions. 

 

 

 

 

 

 

 

 

 

 

 



 

 

4D. Hypothesis testing: 

This section aims to suffice the fourth objective of the study," To study the effect of 

Organizational Culture on Employee Engagement." as hypothesized in chapter three. The 

researcher computed Spearman's Correlation under the assumption of Likert scale data 

being non-normal. Furthermore, simple bivariate Regression, PLS Regression,  Mann-

Whitney U test and Kruskal Wallis tests are used. The test of hypotheses are as follows: 

4.10 Hypotheses no. 1 and its sub-hypothesis: 

H10 - Dimensions of Organizational culture as no significant effect on predicting 

Employee Engagement. 

H1 - Dimensions of Organizational culture as a significant effect on predicting Employee 

Engagement. 

Dimensions: Values & Goal clarity, Autonomy, HR orientation, Team Orientation, 

External Orientation, and Customer focus. 

The Hypothesis H1 consists of six sub-hypotheses where the association between 

organizational culture dimensions as mentioned above and employee engagement have 

been tested as follows: 

Organizational values and goals describe the core ethics or principles that the 

organizations will abide by; they inspire employees' best efforts and constrain their 

actions. Clarity of values and goals at the Organizational and individual levels can 

contribute to engagement and a better culture. One of the fundamental function of 

leadership is to nurture organizational culture through values. 

H1a0 - There is no significant effect of Values & Goal Clarity as a determinant of 

Organizational culture on employee Engagement. 

H1a - There is a significant effect of Values & Goal Clarity as a determinant of 

Organizational culture on employee Engagement. 

Autonomy in an organization refers to how much freedom employees have while 

working. For some organizations, autonomy means employees are allowed to set their 

schedules. Autonomy means employees can decide how their work should be done in 

other organizations. No matter which concept is being applied, higher Autonomy levels 

tend to increase employee engagement. 
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H1b0 - There is no significant effect of autonomy as a determinant of Organizational 

culture on employee Engagement. 

H1b - There is a significant effect of autonomy as a determinant of Organizational 

culture on employee Engagement. 

HR orientation involves human resource policies & practices implemented in an 

organization. These practices can influence employee attitudes and behaviour and build 

positive organizational culture values. These policies exhibit the philosophy of an 

organization about managing human resources. It defines the credence and value they 

have for their employees. 

H1c0 - There is no significant HR orientation effect as a determinant of 

Organizational culture on employee Engagement. 

H1c - There is a significant effect of HR orientation as a determinant of 

Organizational culture on employee Engagement. 

Team Orientation is an important dimension that facilitates positive culture building. It 

reflects how different functional teams or departments in an organization align and assist 

together for the business's smooth functioning. It instils a sense of security and 

belongingness among employees. 

H1d0 - There is no significant effect of Team orientation as a determinant of 

Organizational culture on employee Engagement. 

H1d - There is a significant effect of Team orientation as a determinant of 

Organizational culture on employee Engagement. 

The external orientation of an organization reflects promptness and proactivity towards 

the changing market dynamics and inculcates the changes required to meet up the external 

environment. Particularly in the service industry, employees perceive this as an essential 

dimension that reflects organizations' agility and proactiveness. 

H1e0 -  There is no significant effect of External Orientation as a determinant of 

Organizational culture on employee Engagement. 
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H1e - There is a significant effect of External Orientation as a determinant of 

Organizational culture on employee Engagement. 

Customer focus is an important part of the culture in any industry. Focusing on the 

customer means orienting all business policies to customer needs. This dimension refers 

to providing timely services, taking suggestions, feedback for the service provided, and 

working upon the same to better customer focus. It reflects the passion and commitment 

of employees and organizations towards their customers. 

H1f0 -  There is no significant effect of Customer focus as a determinant of 

Organizational culture on employee Engagement. 

H1f - There is a significant effect of Customer focus as a determinant of 

Organizational culture on employee Engagement. 

4.10.1 Testing of Null Hypotheses of H10  through Correlation: 

The Correlation of each dimension of organizational culture with each employee 

engagement was 

calculated. Employee Engagement comprising of Vigor, dedication, and Absorption, was 

calculated using the "compute" using SPSS 25.0. The researcher computed three factors 

of Employee engagement by taking the mean of the variables which constitute them, 

following which a score for organizational culture was calculated. It was important to 

verify each organizational culture dimension's Correlation with employee engagement. 

H1a - Relationship between Values & Goal Clarity and Employee Engagement 

To validate the hypothesis H1a0, we determined the relationship between Value & Goal 

Clarity and Employee Engagement among Recruitment professionals: 

Variable Employee Engagement 

Values & Goal Clarity 0.504** 

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

Table 4.34 – Spearman’s Correlation between Values & Goal Clarity & Employee 

Engagement, {Source: Primary data, SPSS 25.0 results} 

Spearman's correlation analysis of Value & goal clarity of organizational culture and 

Employee Engagement see table 4.34 was found moderately positive and statistically 
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significant (rho= .504, p<=.001). Hence, H1a0 is rejected. It shows an increase in Value & 

goal Clarity would lead to higher engagement levels. 

H1b - Relationship between Autonomy and Employee Engagement 

To validate the hypothesis H1b0, we determined the relationship between Autonomy and 

Employee Engagement among Recruitment professionals: 

Variable Employee Engagement 

Autonomy 0.522** 

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

Table 4.35 – Spearman's Correlation between Autonomy & Employee Engagement, 

{Source: Primary data, SPSS 25.0 results} 

Spearman's correlation analysis of Autonomy of organizational culture and Employee 

Engagement Table 4.35 shows moderately positive and statistically significant (rho= .522, 

p<=.001). Hence, H1b0 is rejected. This indicates that an increase in employees' autonomy 

would lead to higher engagement levels. 

H1c - Relationship between HR Orientation and Employee Engagement 

To validate the hypothesis H1c0, we determined the relationship between HR Orientation 

and Employee Engagement among Recruitment professionals: 

Variable Employee Engagement 

HR Orientation 0.539** 

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

Table 4.36– Spearman's Correlation between HR Orientation & Employee Engagement, 

{Source: Primary data, SPSS 25.0 results} 

Spearman's correlation analysis of HR Orientation of organizational culture and Employee 

Engagement Table 4.36 was found moderate positive and statistically significant (rho= 

.539, p<=.001). Hence, H1c0 is rejected. It shows that the HR policies are quite employee-

friendly, contributing to enhancing engagement levels 

 

.  
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H1d - Relationship between Team Orientation and Employee Engagement 

To validate the hypothesis H1d0, we determined the relationship between Team Orientation 

and Employee Engagement among Recruitment professionals: 

Variable Employee Engagement 

Team Orientation 0.395** 

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

Table 4.37 – Spearman's Correlation between Team Orientation & Employee 

Engagement, {Source: Primary data, SPSS 25.0 results} 

Spearman's correlation analysis of Team Orientation of organizational culture and 

Employee Engagement Table 4.37 was low positive and statistically significant (rho= .395, 

p<=.001). Hence, H1d0 is rejected. It shows that increased team orientation leads to higher 

employee engagement among employees. 

H1e - Relationship between External Orientation and Employee Engagement 

To validate the hypothesis H1e0, we determined the relationship between External 

Orientation and Employee Engagement among Recruitment professionals: 

Variable Employee Engagement 

External Orientation 0.371** 

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

Table 4.38 – Spearman's Correlation between External Orientation & Employee 

Engagement, {Source: Primary data, SPSS 25.0 results} 

Spearman's correlation analysis of External Orientation of organizational culture and 

Employee Engagement Table 4.38 shows low positive and statistically significant (rho= 

.371, p<=.001). Hence, H1e0 is rejected. It shows that External Orientation increases lead 

to higher employee engagement among employees. 

H1f - Relationship between Customer Focus and Employee Engagement 

To validate the hypothesis H1f0, we determined the relationship between Customer Focus 

and Employee Engagement among Recruitment professionals: 
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Variable Employee Engagement 

Customer Focus 0.241** 

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

Table 4.39 – Spearman's Correlation between Customer Focus & Employee Engagement, 

{Source: Primary data, SPSS 25.0 results} 

Spearman's correlation analysis of Customer Focus of organizational culture and Employee 

Engagement Table 4.39 was low positive and statistically significant (rho= .241, p<=.001). 

Hence, H1f0 is rejected. It shows customer focus contributes least to employee engagement, 

but it is positive. Therefore, an increase in the customer focus dimension may lead to higher 

employee engagement among employees. 

4.10.2 Testing of Null Hypotheses of H10 and its sub-Hypotheses through simple 

regression analysis:  

The hypothesis tests if the organizational culture's dimensions, such as Values & goal 

Clarity, Autonomy, HR Orientation, Team Orientation, External Orientation, and Customer 

focus, show a significant effect on employee engagement. The dependent variables 

organizational culture dimensions were regressed on predicting variable employee 

engagement to test hypothesis H1. The table shows a summary of the findings. 

Hypothesis 
Regression 

weights 

Beta 

coefficient 
R2 F p-value Conclusion 

H1a VG → EE 2.469 0.309 161.676 .000 

Null 

hypothesis 

rejected 

H1b AU → EE 2.364 0.288 146.570 .000 

Null 

hypothesis 

rejected 

H1c HRO → EE 2.406 0.322 171.730 .000 

Null 

hypothesis 

rejected 
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H1d TO → EE 1.120 0.277 94.242 .000 

Null 

hypothesis 

rejected 

H1e EXO → EE 1.150 0.170 73.965 .000 

Null 

hypothesis 

rejected 

H1f CF → EE 1.274 0.100 33.237 .000 

Null 

hypothesis 

rejected 

Note. *p<0.005, VG: Values & Goal clarity, AU: Autonomy, HRO: HR orientation, TO: Team 

orientation, EXO: External orientation, CF: customer focus, EE: Employee Engagement 

Table 4.40 – simple bivariate Regression Analysis, {Source: Primary data, SPSS 25.0 

results} 

H1a - VG significantly predicted EE, F (1, 362) = 161.676, p <0.001, which indicates VG 

can play a significant role in enhancing engagement levels (b=2.469, p<0.001). These 

results direct the positive effect of the VG. Moreover, R2=0.309 depicts that the model 

explains 30.9% of the variance in Employee Engagement. Hence, the Null hypothesis H1a0 

is rejected. 

H1b - AU significantly predicted EE, F (1, 362) = 146.570, p <0.001, which indicates AU 

can play a significant role in enhancing engagement levels (b=2.364, p<0.001). These 

results direct the positive effect of the AU. Moreover, R2=0.288 depicts that the model 

explains 28.8% of the variance in Employee Engagement. Hence, the Null hypothesis H1b0 

is rejected. 

H1c - HRO significantly predicted EE, F (1, 362) = 171.730, p <0.001, which indicates 

HRO can play a significant role in enhancing engagement levels (b=2.406, p<0.001). These 

results direct the positive effect of the HRO. Moreover, R2=0.322 depicts that the model 

explains 32.2% of the variance in Employee Engagement. Hence, the Null hypothesis H1c0 

is rejected. 

H1d - TO significantly predicted EE, F (1, 362) = 94.242, p <0.001, which indicates TO-

can play a significant role in enhancing engagement levels (b=1.120, p<0.001). These 
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results direct the positive effect of the TO. Moreover, R2=0.277 depicts that the model 

explains 27.7% of the variance in Employee Engagement. Hence, the Null hypothesis H1d0 

is rejected. 

H1e - EXO significantly predicted EE, F (1, 362) = 73.695, p <0.001, which indicates EXO 

can play a significant role in enhancing engagement levels (b=1.150, p<0.001). These 

results direct the positive effect of the EXO. Moreover, R2=0.170 depicts that the model 

explains 17.7% of the variance in Employee Engagement. Hence, the Null hypothesis H1e0 

is rejected. 

H1f - CF significantly predicted EE, F (1, 362) = 33.237, p <0.001, which indicates CF can 

play a significant role in enhancing engagement levels (b=1.274, p<0.001). These results 

direct the positive effect of the CF. Moreover, R2=0.100 depicts that the model explains 

10% of the variance in Employee Engagement. Hence, the Null hypothesis H1f0 is rejected. 

4.11 Hypotheses no. 2 and its sub-hypothesis: 

H20 - Organizational Culture has no significant effect on predicting employee engagement, 

comprising vigor, dedication, and Absorption. 

H2 - Organizational Culture has no significant effect on predicting employee engagement, 

comprising vigor, dedication, and Absorption. 

The Hypothesis H2 consists of three sub-hypotheses where the association between 

organizational culture and each of the dimensions of employee engagement, namely vigor, 

dedication, and Absorption, have been tested as follows: 

Vigor serves as an important dimension of employee engagement. Employees who have 

engaged exhibit high energy and mental resilience while working and willingly invest in 

their work. It is hypothesized as resulting from the organizational culture, which is 

perceived on the stronger side by employees. Organizational culture is considered a 

construct comprising values & goal clarity, Autonomy, HR orientation, Team Orientation, 

External Orientation, and Customer focus. It resulted in the formulation of null and alternate 

hypotheses H2a0 and H2a. 
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H2a0: Organizational Culture does not significantly affect employees' vigor and 

influences employee engagement.  

H2a: Organizational Culture has a significant effect on predicting employees' vigor 

and influencing employee engagement. 

Dedication is an important dimension of employee engagement. The researcher 

hypothesized that organizational culture comprising values & goal clarity, Autonomy, HR 

orientation, Team Orientation, External Orientation, and Customer focus leads to 

employees deriving a sense of significance, pride, and inspiration from his/her work.  It 

resulted in the formulation of Hypothesis H2b0 and H2b, which captured whether 

organizational culture made employees more dedicated. 

H2b0: Organizational Culture does not significantly affect predicting employees' 

dedication and influencing employee engagement. 

H2b: Organizational Culture has a significant effect on predicting employees' 

dedication and influencing employee engagement. 

Absorption is also a vital dimension of employee engagement. Absorbed employees usually 

feature the behaviors of being fully and happily immersed in their work and having 

difficulty detaching themselves from it. Hypothesis H2c0 and H2c are drawn because 

organizational culture comprising values & goal clarity, Autonomy, HR orientation, Team 

Orientation, External Orientation, and Customer focus impacts employees' absorption 

dimension. 

H2c0: Organizational Culture does not significantly affect predicting employees' 

Absorption and influencing employee engagement. 

H2c: Organizational Culture has a significant effect on predicting employees' 

Absorption and influencing employee engagement. 

The sub hypotheses of H20, which range from H2a0 to H2c0, had to be tested first as they 

proposed the association of the independent and dependent variables. The hypotheses from 

H2a0 to H2c0 were tested using Correlation. It was followed by developing a regression 
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equation to establish the relationship between the dependent and independent variables 

proposed in the theoretical construct. 

Testing of Null Hypotheses of H20  through Correlation: 

The Correlation of organizational culture with each of the factors of employee engagement 

was calculated. Organizational culture comprising of Values & goal clarity, Autonomy, HR 

orientation, Team Orientation, External Orientation, and Customer focus was calculated 

using the "compute" using SPSS 25.0. The six factors of organizational culture were 

computed by taking the mean of the variables which constitute them, following which a 

score for organizational culture was calculated. It was important to verify the Correlation 

of organizational culture with each employee engagement dimensions.   

H2a - Relationship between Organizational Culture and Vigor of Employees 

To validate the hypothesis H2a0, we determined the relationship between Organizational 

culture and vigor among Recruitment professionals: 

Variable Vigor 

Organizational Culture 0.531** 

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

Table 4.41 – Spearman’s Correlation between Organizational culture & Vigor, {Source: 

Primary data, SPSS 25.0 results} 

As shown in Table 4.41 to find out the Correlation between organizational culture and 

vigor, the dimension of employee engagement, a Spearman's Correlation was run across 

the variables. Table 4.41 indicates that organizational culture has a significant positive 

correlation with vigor among recruitment organizations, which was statistically significant 

(r = 0.531**, n = 364, the value of p = <0.001**) The above results lead to rejecting of null 

hypothesis H2a0 and acceptance of H2a. Hence, the Null Hypothesis H1a0 is rejected. We 

can Infer that organizational culture has a significant effect in predicting employees' vigor 

and Employee Engagement. 
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H2b - Relationship between Organizational Culture and Dedication of Employees 

To validate the hypothesis H2b0, we determined the relationship between Organizational 

culture and dedication among Recruitment professionals: 

Variable Dedication 

Organizational Culture 0.571** 

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

Table 4.42 – Spearman’s Correlation between Organizational culture & Dedication, 

{Source: Primary data, SPSS 25.0 results} 

As shown in Table 4.42, to find out the Correlation between organizational culture and 

dedication, the dimension of employee engagement, a Spearman's Correlation was run 

across the variables. Table 4.28 indicates that organizational culture has a significant 

positive correlation with dedication among recruitment organization, which was 

statistically significant (r = 0.571**, n = 364, the value of p = <0.001**) The above results 

lead to rejecting of null hypothesis H2b0 and acceptance of H2b. Hence, the Null 

Hypothesis H2b0 is rejected. We can Infer that organizational culture has a significant effect 

in predicting the dedication of employees and Employee Engagement. 

H2c - Relationship between Organizational Culture and Absorption of Employees 

To validate the hypothesis H2c0, we determined the relationship between Organizational 

culture and Absorption among Recruitment professionals: 

Variable Absorption 

Organizational Culture 0.453** 

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

Table 4.43 – Spearman’s Correlation between Organizational culture & Absorption, 

{Source: Primary data, SPSS 25.0 results} 

As shown in Table 4.43, to find out the Correlation between organizational culture and 

Absorption of the dimension of employee engagement, a Spearman's Correlation was run 

across the variables. It indicates that organizational culture has a significant positive 

correlation with Absorption among recruitment organizations, which was statistically 

significant (r = 0.453**, n = 364, the value of p = <0.001**) The above results lead to 
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rejecting of null hypothesis H2c0 and acceptance of H2c. Hence, the Null Hypothesis H2c0 

is rejected. We can Infer that organizational culture has a significant effect in predicting the 

Absorption of employees and Employee Engagement. 

It is seen from the above tables, coefficient of dedication (r=0.571**) shows a higher 

association with organizational culture when compared to vigor (r=0.531**) and 

Absorption (r=0.453**). 

Testing of Null Hypotheses of H20  Simple regression analysis:  

To measure the overall effect of organizational culture on employee engagement was 

subjected to simple bivariate regression analysis. The term regression was introduced in the 

late 19th century by Sir Francis Galton and referred to statistical models where "the expected 

value of one variable Y is presumed to be dependent on one or more variables" (Upton and 

Cook, 2006). 

The hypothesis tests if organizational culture shows a significant effect on employee 

engagement. The dependent variable, Employee engagement, was regressed on predicting 

the variable employee engagement to test hypothesis H2. OC significantly predicted EE, F 

(1, 362) = 223.982, p <0.001, which indicates OC can play a significant role in enhancing 

engagement levels (b=.514, P<0.001). These results clearly direct the positive effect of the 

OC. Moreover, R2=0.382 depicts that the model explains 38.2% of the variance in 

Employee Engagement. The table shows a summary of the findings. 

Hypothesis 
Regression 

weights 

Beta 

coefficient 
R2 F p-value Conclusion 

H2 OC → EE 0.514 0.382 223.982 .000 

Null 

hypothesis 

rejected 

Note. *p<0.005, OC: Organizational Culture, EE: Employee Engagement 

Table 4.44 – simple bivariate Regression Analysis, {Source: Primary data, SPSS 25.0 

results} 
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4.12 Hypotheses no. 3 and its Sub-hypothesis  

4.12.1 Mediation Analysis: 

H30 – Defined engagement factors have no significant mediating effect between the positive 

relationship of Organizational Culture and Employee Engagement.  

H3 - Defined engagement factors have a significant mediating effect between the positive 

relationship of Organizational Culture and Employee Engagement. 

Defined Mediating Variables: Organizational Support, Health & Safety, Training & 

Development, Organizational Communication, Peer Relationships, Exceptional 

Leadership, Work Environment. 

Hypothesis H3 consists of seven sub-hypotheses. Each engagement factor was put into a 

test as a mediating variable using ADANCO 2.0.1 to determine the relationship between 

Organizational Culture and Employee Engagement. 

H3a0 - Organizational support has no significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

H3a - Organizational support has no significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

Organizational support refers to how workers perceive that the organization values their 

contributions and cares about their well-being  (Saks, 2006, p. 605; cf Rhoades and 

Eisenberger, 2002). When employees experience organizational support, they are obliged 

to care about their organization’s performance and strive toward accomplishing 

organizational goals. 

The researcher performed a mediation analysis to assess organizational support's mediating 

role in the linkage between organizational culture and Employee Engagement. The results 

in the below table 4.45 revealed that the total effect of OC on EE was significant (β = 

0.6559, t = 14.1503, p = <0.005). With the inclusion of the mediating variable (OS), the 

impact of  OC on EE was still found significant (β = 0.5881 , t = 11.4628, p = <0.005). The 

indirect effect OC on EE through OS was found significant (β = 0.0678, t = 3.1570, p = 
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0.0016). It shows that OS partially mediates the relationship between and EE. Hence, we 

reject the Null hypothesis H3a0. 

       *Note: *p<0.005, OC: Organizational Culture, EE: Employee Engagement, OS: Organizational 

Support 

Table 4.45 – Mediation Analysis for Organizational Support, {Source: Primary data, 

ADANCO 2.0.1 results} 

H3b0 - Organizational communication has no significant mediating role between the 

positive relationship of organizational culture and employee engagement. 

H3b - Organizational communication has a significant mediating role between the 

positive relationship of organizational culture and employee engagement. 

Organizational communication refers to the two-way information exchange process 

between top management and employees. Effective organizational communication leads to 

enhanced engagement levels. (Markos & Sridevi, 2010) believes that communication's 

positive impact on employee engagement occurs when employees clearly understand 

organizational vision and value. Therefore, it is the organizational culture that is engaging 

people. 

The researcher performed Mediation analysis to assess the mediating role of Organizational 

Communication on the linkage between organizational culture and Employee Engagement; 

the results in below table 4.46 revealed that the total effect of OC on EE was significant (β 

= 0.6564, t = 14.5853, p = <0.005). With the inclusion of the mediating variable (OCOM), 

the impact of  OC on EE was still found significant (β = 0.5958, t = 11.8089, p = <0.005). 

The indirect effect OC on EE through (Org. comm) was found significant (β = 0.0606, t = 

2.9002, p = 0.0038). It shows that EE's relationship is partially mediated by (OCOM). 

Hence, we reject the null hypothesis H3b0.  

 

Total Effect Direct Effect Indirect effects of OC on EE 

β p-value β p-value 
OC→OS→EE 

β SD 
t-

value 
p-value 

0.6559 <0.001 0.5881 <0.001 0.0678 0.0215 3.175 0.0016 
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Note. *p<0.005, OC: Organizational Culture, EE: Employee Engagement, OCOM: Organizational 

Communication 
 

Table 4.46 – Mediation Analysis for Organizational Communication, {Source: Primary 

data, ADANCO 2.0.1 results} 

H3c0 - Peer relationships have no significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

H3c - Peer relationships has a significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

Peer relationships are referred to as interpersonal relationships among employees at work. 

When employees are Supportive of other employees and perceive support from their co-

workers, it can significantly enhance engagement. And in the context of organizational 

culture, one can also see strong team orientation. 

Mediation analysis was performed to assess Peer Relationships' mediating role on the 

linkage between organizational culture and Employee Engagement; the results in the below 

table 4.47 revealed that the total effect of OC on EE was significant (β = 0.6576, t = 

14.6092, p = <0.005). With the inclusion of the mediating variable (PR), the researcher 

found still the impact of OC on EE was significant (β =0.5867, t =11.1749, p = <0.005). 

The indirect effect OC on EE through (PR) was found significant (β = 0.0708, t = 3.1260, 

p = 0.0018). It shows that EE's relationship is partially mediated by (PR). Hence, we reject 

the Null hypothesis H3c0. 

Note. *p<0.005, OC: Organizational Culture, EE: Employee Engagement, PR: Peer Relationships 

Table 4.47 – Mediation Analysis for Peer Relationships, {Source: Primary data, 

ADANCO 2.0.1 results} 

Total Effect Direct Effect Indirect effects of OC on EE 

β p-value β p-value OC→OCOM→

EE 

 

β SD t-value p-value 

0.6564 0.000 0.5958 0.000 0.0606 0.0209 2.9002 0.0038 

Total Effect Direct Effect Indirect effects of OC on EE 

β p-value β p-value OC→PR→EE 

 

β SD t-value p-value 

0.6576 0.0002 0.5867 0.000 0.0708 0.0227 3.1260 0.0018 
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H3d0 – Exceptional Leadership has no significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

H3d – Exceptional Leadership has a significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

Exceptional leadership refers to leaders' effectiveness in communicating organizational 

values with utmost clarity, promoting respectful treatment to employees and being well-

aware regarding organizational standards and practices. It leads to engagement when leaders 

promote their subordinates' behaviours by increasing optimism, responsibility, 

meaningfulness at work (Kahn,1990) and innovative behaviour (T. Slatten, 2011).  

Mediation analysis was performed to assess the mediating role of Exceptional Leadership on 

the linkage between organizational culture and Employee Engagement; the results in the 

below table 4.48 revealed that the total effect of OC on EE was significant (β =0.6582, t 

=14.6932, p = <0.005). With the inclusion of the mediating variable (EL), the impact of  OC 

on EE was still found significant (β =0.5808, t =10.4929, p = <0.005). The indirect effect OC 

on EE through (EL) was found significant (β = 0.0774, t = 3.1239, p = 0.0018). It shows that 

EE's relationship is partially mediated by (EL). Hence, we reject the Null hypothesis H3d0. 

Note. *p<0.005, OC: Organizational Culture, EE: Employee Engagement, EL: Exceptional Leadership 

Table 4.48 – Mediation Analysis for Exceptional Leadership, {Source: Primary data, 

ADANCO 2.0.1 results} 

H3e0 – Training & Development has no significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

H3e – Training & Development has a significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

Training & development is considered one of the critical determinants of employee 

engagement. An organization with appropriate training & development interventions and 

provides enough development opportunities lead to positive organizational culture in 

Total Effect Direct Effect Indirect effects of OC on EE 

β p-value β p-value OC→EL→EE 

 

β SD t-value p-value 

0.6582 0.000 0.5808 0.000 0.0774 0.0248 3.1239 0.0018 
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organizational culture. When an employee undergoes training & development programmes, 

his/her confidence buildup in training motivates them to be more engaged in their work. 

Mediation analysis was performed to assess the mediating role of Training & Development 

on the linkage between organizational culture and Employee Engagement; the results in the 

below table 4.49 revealed that the total effect of OC on EE was significant (β =0.6583, t = 

14.3430, p = <0.001). With the inclusion of the mediating variable (TD), the impact of  OC 

on EE was still found significant (β = 0.5668, t =10.5194, p = <0.001). The indirect effect of 

OC on EE through (EL) was found significant (β =0.0915, t =3.5287, p =0.0004 ). this shows 

that the relationship between and EE is partially mediated by (TD). Hence, we reject the Null 

hypothesis H3e0. 

Note. *p<0.005, OC: Organizational Culture, EE: Employee Engagement, TD: Training & Development 

Table 4.49 – Mediation Analysis for Training & Development, {Source: Primary data, 

ADANCO 2.0.1 results} 

H3f0 – Health & Safety has no significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

H3f – Health & Safety has a significant mediating role between the positive relationship 

of organizational culture and employee engagement. 

Health & safety refers to practices followed in an organization for employees well-being. 

When an employee perceives safety at work, shows higher engagement levels. When 

organizations imbibe health & safety practices leads to positive work culture. 

Mediation analysis was performed to assess the mediating role of Health & Safety on the 

linkage between organizational culture and Employee Engagement; the results in the below 

table 4.50 revealed that the total effect of OC on EE was significant (β =0.6558, t = 14.5486, 

p = <0.001). With the inclusion of the mediating variable (HS), the impact of  OC on EE was 

still found significant (β = 0.5976, t =12.0039, p = <0.001). The indirect effect of OC on EE 

through (HS) was found significant (β = 0.0581, t = 3.1996, p =0.0014 ). this shows that the 

Total Effect Direct Effect Indirect effects of OC on EE 

β p-value β p-value OC→TD→EE 

 

β SD t-value p-value 

0.6583 0.000 0.5668 0.000 0.0915 0.0259 3.5287 0.0004 
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relationship between and EE is partially mediated by (HS). Hence, we reject the Null 

hypothesis H3f0. 

Note. *p<0.005, OC: Organizational Culture, EE: Employee Engagement, HS: Health & Safety 

Table 4.50 – Mediation Analysis for Health & Safety, {Source: Primary data, ADANCO 

2.0.1 results} 

H3g0 – Work environment has no significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

H3g – Work environment has a significant mediating role between the positive 

relationship of organizational culture and employee engagement. 

Work Environment is one of the most significant factors in building organizational culture 

and enhancing employee engagement. An organization with a supportive work environment 

is characterized by a concern they show for their employees’ needs and feelings, provides 

positive feedback, encourages them to voice their concerns, develops new skills, and solves 

work-related problems. 

Mediation analysis was performed to assess the mediating role of Work Environment on the 

linkage between organizational culture and Employee Engagement; the results in the below 

table 4.51 revealed that the total effect of OC on EE was significant (β = 0.6564, t = 14.4899, 

p = <0.005). With the inclusion of the mediating variable (WE), the impact of  OC on EE 

was still found significant (β = 0.5872,  t = 11.293, p = <0.005). The indirect effect of OC on 

EE through (WE) was found significant (β = 0.0691, t = 3.3211,  p =0.0009 ). this shows that 

the relationship between and EE is partially mediated by (WE). Hence, we reject the Null 

hypothesis H3g0. 

 

Total Effect Direct Effect Indirect effects of OC on EE 

β p-value β p-value OC→HS→EE 

 

β SD t-value p-value 

0.6558 0.000 0.5976 0.000 0.0581 0.0182 3.1996 0.0014 
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     Note. *p<0.005, OC: Organizational Culture, EE: Employee Engagement, WE: Work Environment 

Table 4.51 – Mediation Analysis for Work Environment, {Source: Primary data, 

ADANCO 2.0.1 results} 

4.12.1 Testing hypothesis H30 through Quade’s ANCOVA: 

Quade’s ANCOVA is a non-parametric alternative of Analysis of covariance (ANCOVA) 

developed by (Quade 1967). It is also known as ANCOVA (Rank analysis of covariance), 

is an advanced statistical method that determines how much an independent variable 

explains an outcome with covariate inclusion. And how much covariates explain the error. 

A covariate is a variable that you think affects the outcome but is not responsible for the 

outcome like the independent variable. The hypothesis tests if organizational culture shows 

a significant effect on employee engagement, including covariate variables using SPSS 

25.0. Here, the dependent variable Employee engagement was tested on predicting variable 

organizational culture with covariates as engagement factors to test hypothesis H4. Defined 

covariate Variables: Organizational Support, Health & Safety, Training & Development, 

Organizational Communication, Peer Relationships, Exceptional Leadership, Work 

Environment. 

There is no dedicated test in SPSS to perform Quade’s ANCOVA; hence we shall compute 

Quade’s ANCOVA process derived by (Cangur et al., 2018); it’s a 5-step process reduced 

to 3-steps for better understanding. The steps are as follows: 

1. Rank the dependent variable and any covariates using the default settings in the 

SPSS RANK procedure. This is done for all cases, ignoring the grouping variable. 

2. Run a linear regression of the dependent variable ranks on the ranks of the 

covariates, saving the (raw or Unstandardized) residuals, again ignoring the 

grouping factor. 

3. Run a one-way analysis of variance (ANOVA), using the residuals from the 

regression in the previous step as the dependent variable, and the grouping variable 

as the factor. The F test resulting from this ANOVA is the F statistic Quade used. 

Total Effect Direct Effect Indirect effects of OC on EE 

β p-value β p-value OC→WE→EE 

 

β SD t-value p-value 

0.6564 0.000 0.5872 0.000 0.0691 0.0208 3.3211 0.0009 
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Using principal component analysis was computed to group the defined engagement factors 

into a single component name EE_factors. After that, EE_factors was calculated as a 

covariate using ANCOVA. Below table 4.52 exhibits the component matrix, which shows 

that values are greater than 0.5, which is acceptable and can further continue the analysis 

Component Matrix 

 Component 

1 

OS .850 

HS .826 

TD .824 

OComm .872 

PR .863 

EL .855 

WE .859 

Extraction Method: Principal Component 

Analysis. 

a. 1 components extracted. 

*Note: OS=organizational support, HS = Health & Safety, TD = Training & development, Ocomm= 

organizational communication, PR = Peer relationships, EL=exceptional leadership, WE = Work 

Environment  
Table 4.52 – Extracted component matrix as EE_factors, {Source: Primary data, SPSS 

25.0 results} 

The component extracted shall put into the test as a covariate, grouping variable 

Organizational culture is grouped into three categories Weak, Moderate and Strong (see 

table 4.53). Linear Regression was computed between Ranks of dependent variable 

Employee engagement and ranks of the covariate (EE_factors), and raw or 

unstandardized residuals were saved as the variable for further analysis. One-way 

ANOVA is computed on the saved residuals and independent variable organizational 

culture. The results are as follows: 
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Between-Subjects Factors 

 Value 

Label 

N 

orgcu

l1 

1 weak 104 

2 moderate 125 

3 strong 135 

Table 4.53 –Between- subjects factors, {Source: Primary data, SPSS 25.0 results} 

 

Tests of Between-Subjects Effects 

Dependent Variable:   residualsEEfactors   

Source Type III Sum 

of Squares 

df Mean 

Square 

F Sig. 

Corrected 

Model 

706473.401a 2 353236.700 48.155 .000 

Intercept 8399.153 1 8399.153 1.145 .285 

orgcul1 706473.401 2 353236.700 48.155 .000 

Error 2648059.329 361 7335.344   

Total 3354532.730 364    

Corrected 

Total 

3354532.730 363    

a. R Squared = .211 (Adjusted R Squared = .206) 

Table 4.54 –Between- subjects effects, {Source: Primary data, SPSS 25.0 results} 

Above table 4.54 shows a significant difference in mean employee engagement [F 

(2,706473) =35236.70, p=0.000] between the organizational culture, whilst adjusting for 

EE_factors. The R Squared value indicates the effect size and should be compared with 

Cohen’s guidelines (0.2 – small effect, 0.5 – moderate effect, 0.8 – large effect). It can be 

seen that the effect size is small (0.21). This value used to describe how much of the 

dependent variable variance is explained by the independent variable (21%). Ideally, this 

number would be relatively large. From this table, the covariate's influence can be 

determined using the Sig. Column. We can infer from the above test results that 

EE_factors have a significant effect as a covariate between Organizational culture and 

Employee Engagement. In other words, there is a rise in engagement levels of employees, 

with EE_ factors are intervened. But the direct impact of organizational culture on 

employee engagement is relatively more substantial.  Hence, we reject the null 

hypothesis. 
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Post hoc tests: Scheffe test 

     Table 4.55–Post hoc: Scheffe test, {Source: Primary data, SPSS 25.0 results} 

From the above table 4.55, we can see significant mean differences between all the three 

categories of organizational culture – weak, moderate and strong. Hence, we can interpret 

the substantial difference in employees' engagement levels belonging to various 

organisational culture categories. In other words, employees who opined to having strong 

organizational culture are high on engagement. 

4.13 Hypothesis no. 4 and its sub-hypothesis 

H40 - There is no significant difference between demographic variables (gender, 

designation) overall employee engagement level. 

H4 - There is a significant difference between demographic variables (gender, designation) 

overall employee engagement level. 

H4a0 - There is no significant difference between genders in predicting employees' 

overall employee engagement level. 

H4a - There is a significant difference between genders in predicting employees' 

overall employee engagement level. 

Multiple Comparisons 

Dependent Variable:   residualsEEfactors   

Scheffe   

(I) 

orgcul1 

(J) 

orgcul1 

Mean 

Difference (I-

J) 

Std. 

Error 

Sig. 95% Confidence 

Interval 

Lower 

Bound 

Upper 

Bound 

weak moderate -77.986* 11.367 .000 -105.926 -50.045 

strong -107.784* 11.174 .000 -135.250 -80.318 

moderate weak 77.986* 11.367 .000 50.045 105.926 

strong -29.798* 10.631 .021 -55.928 -3.667 

strong weak 107.784* 11.1744 .000 80.318 135.250 

moderate 29.798* 10.631 .021 3.667 55.928 

Based on observed means. 

 The error term is Mean Square(Error) = 7335.344. 

*. The mean difference is significant at the 0.05 level. 
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Gender is considered to be an important predictor of employee engagement. Organizations 

have different perceptions of males versus female employees concerning engagement. 

Hypothesis H4a proposes that significant differences exist in employee engagement levels 

gender. This hypothesis investigates whether employee engagement levels are similar or 

different among different Gender in Recruitment organizations. 

4.13.1 Testing Hypothesis H4a using Mann-Whitney U test: 

The Mann-Whitney U test is the non-parametric alternative to the independent-samples t-

test. The test is used for differences between two independent groups on an 

ordinal/continuous measure. Instead of comparing the two groups' means, as in the t-test, 

the Mann-Whitney U test compares the medians. It then evaluates whether the ranks for the 

two groups differ significantly. As the scores are converted into ranks, the scores' actual 

distribution doesn't matter. The test is exhibited below in Table 4.56 

The Mann -Whitney U test was used to evaluate the difference between males and females 

for their engagement levels, The test results revealed insignificant difference of engagement 

levels of males(Median = 4.187, n= 159) and females (Median = 4.1250, n=205), U= 

16134.500, z= -0.165, p= 0.869. Hence, the Null hypothesis H4a0 is accepted, and we can 

say there is no significant difference between the engagement level of males and females.  

Component N Median 
Mean 

ranks 

Sum of 

mean 

ranks 

Mann 

Whitney U 

p-

value 

Employee 

Engagement 

Male 159 4.1870 183.53 29180 

16134.5 0.869 Female 205 4.1250 181.7 37249 

 364    

Table 4.56 – Mann Whitney U test for Gender & Employee Engagement, {Source: 

Primary data, SPSS 25.0 results} 

H4b0 - There is no significant difference between designation in predicting employees’ 

overall engagement level. 

H4b - There is no significant difference between designation in predicting employees’ 

overall engagement level. 

223



 

 

The designation is considered to be an important predictor of employee engagement. An 

individual at different levels of hierarchy has different perceptions of employee 

engagement. Hypothesis H4b proposes that significant differences exist in employee 

engagement levels designation. This hypothesis investigates whether employee 

engagement levels are similar or different among recruitment organizations' designation. 

4.13.2 Testing Hypothesis H4b using a Kruskal-Wallis test: 

Kruskal Wallis Test is a nonparametric test. It is sometimes referred to as One-Way 

ANOVA on ranks. It is a nonparametric alternative to One-Way ANOVA. It is also an 

extension of the Mann-Whitney U Test to situations where more than two 

levels/populations are involved. This test falls under the family of Rank Sum tests. It 

depends on the ranks of the sample observations. Assumptions of the Kruskal Wallis 

Test include Independence of Observations – Each observation can belong to only one 

level, and there is no normality assumption. The test results are exhibited in Table 4.57 

Component N 
Mean 

ranks 

Kruskal-Wallis h 

statistic 
p-value 

Employee 

Engagement 

Owners/Founders 39 204.81 

2.287 0.515 

Managers 36 186.28 

Sr. Recruiters/Team Lead 66 174.64 

Recruiters/ Technical 

Recruiters 
223 180.32 

Table 4.57 – Kruskal Wallis test for Designation & Employee Engagement, {Source: 

Primary data, SPSS 25.0 results} 

To evaluate the differences across four levels of designation for engagement level was 

tested using the Kruskal Wallis test. The rest revealed insignificant differences (Asymp. 

Sig. .515) for employee engagement levels in recruitment organizations across four 

designation groups (Owners/Founders, n=39, Managers, n=36, Sr. Recruiters/Team Lead, 

n=66 and Recruiters/Technical recruiters, n=223). Hence, we accept the null hypothesis. 
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Section 4E – Summary of Hypothesis Testing 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

4.14 Summary of the Hypothesis testing: 

Hypothesis 

no. 
Null Hypothesis Test applied Result 

H10 

Dimensions of Organizational culture as no significant effect on 

predicting Employee Engagement. 

H1a0 Value & Goal Clarity 

Correlation 

Analysis/simple 

bivariate 

Regression 

Analysis 

Null hypothesis 

rejected 

H1b0 Autonomy 
Null hypothesis 

rejected 

H1c0 HR Orientation 
Null hypothesis 

rejected 

H1d0 Team Orientation 
Null hypothesis 

rejected 

H1e0 External Orientation 
Null hypothesis 

rejected 

H1f0 Customer Focus 
Null hypothesis 

rejected 

H20 

Organizational Culture has no significant effect on predicting 

employee engagement, comprising vigor, dedication, and 

Absorption. 

 

H2a0 Vigor 

Correlation 

Analysis 

Null hypothesis 

rejected 

H2b0 Dedication 
Null hypothesis 

rejected 

H2c0 Absorption 
Null hypothesis 

rejected 

H20 OC→ EE 

Simple bivariate 

Regression 

Analysis 

Null hypothesis 

rejected 
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H30 

Defined engagement factors have no significant mediating effect 

between the positive relationship of Organizational Culture and 

Employee Engagement. 

H3a0 
Organizational 

Support 

PLS Regression 

using ADANCO 

2.0.1 

Null hypothesis 

rejected 

H3b0 
Organizational 

Communication 

Null hypothesis 

rejected 

H3c0 Peer Relationships 
Null hypothesis 

rejected 

H3d0 
Exceptional 

Leadership 

Null hypothesis 

rejected 

H3e0 
Training & 

Development 

Null hypothesis 

rejected 

H3f0 Health & Safety 
Null hypothesis 

rejected 

H3g0 Work Environment 
Null hypothesis 

rejected 

 Null Hypotheses Test Applied Results 

 H30 OC→EE_factors→EE 
ANCOVA using 

SPSS 25.0 

Null hypothesis 

rejected 

H40 

There is no significant difference between demographic variables 

(gender, designation) overall employee engagement level. 

H4a0 Gender 
Mann Whitney 

U test 

Null hypothesis 

accepted 

H4b0 Designation 
Kruskal Wallis 

test 

Null hypothesis 

accepted 

Table 4.58 –  Summary of hypothesis testing, {Source: compilation of results of 

hypothesis testing} 
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4.S Summary of the chapter: 

The chapter revealed the organization of collected data and analyzed it statistically and 

scientifically. Further, it unfolds the relationship effect of Organizational culture on 

employee engagement that extended to four hypotheses subjected to test. This chapter 

helps in drawing factual findings and conclusions of the current study. 
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CHAPTER - 5 

FINDING, DISCUSSION, CONCLUSION, AND 

RECOMMENDATION OF THE RESEARCH 

STUDY 
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5.P Prelude:

The chapter covers major quantitative findings from data analysis and results. Its result is 

presented in a tabular format to view the Objectives of comprehensively and hypothesis 

testing. The chapter also provides a conclusion and a few practically doable 

recommendations. It also elaborates on the study’s limitation and future research scope. 

v



5.1 Findings: 

 5.1.1 Objective – 1 

To identify and enlist organizational culture and Employee engagement factors 

affecting engagement levels in the recruitment organizations. 

The researcher sufficed the Objective’s requirement from the extensive literature review 

on various organizational culture studies, Employee Engagement, and engagement 

factors. These factors were considered as independent, dependent, and mediating 

variables of the study. 

• Organizational Culture as an independent variable: Values & Goal Clarity,

Autonomy, HR Orientation, Team Orientation, External Orientation, and

Customer Focus.

• Employee Engagement as a dependent variable: Vigor, Dedication, and

Absorption

• Engagement factors as a mediating variable: organizational support,

Organizational communication, Peer relationships, Exceptional Leadership,

Training & Development, Health & Safety, and Work Environment.

5.1.2 Objective - 2 

To measure Employee Engagement and its various dimensions/factors in 

recruitment organizations. 

Employee Engagement was studied in detail with works of literature that work across 

various sectors and use statistical methods. A researcher studied employee engagement 

under three dimensions- vigor, dedication, and absorption. The requirement of the above 

Objective was sufficed by measuring employee engagement levels categorizing in 

“unfavourable,” “Neutral”, and “favourable” using percentage analysis and results 

revealed employees exhibited engagement “% favourable” with dedication and 

absorption dimensions of engagement. A researcher also found that major respondents 

were engaged most of the time at their workplace with mean. Correlation analysis 

228



revealed that the “Absorption” dimension contributed majorly to employee engagement, 

followed by dedication and vigor.  

Employee engagement levels were also measured based on categorization given by 

(Schaufeli & Bakker, 2003). As per their study, employees depending on their 

engagement levels, are classified into five categories: ‘very high’, ‘high’, ‘moderate’, 

‘low’ and very low.’ It was found that more than a quarter of the portions are highly 

engaged at work. And approximately one-fourth of employees’ contribution to the 

organization remains minimal. 

5.1.3 Objective – 3 

To study the existing organizational culture and its various dimensions in 

recruitment organizations.  

Organizational Culture was studied in detail with works of literature that work across 

various sectors and use statistical methods. It was studied under six dimensions- Values 

& Goal Clarity, Autonomy, HR Orientation, Team Orientation, External Orientation, and 

Customer focus. The researcher sufficed the Objective by assessing culture categorizing 

in “Weak,” “Moderate,” and “Strong” using percentage analysis. The results revealed a 

strong organizational culture among the recruitment organizations; it also reveals 

“customer focus” and “values & goal clarity” are major contributing dimensions. A 

researcher also found that major respondents seemed satisfied with their organizational 

culture with mean. Secondly, Correlation analysis revealed that the “Team orientation” 

dimension contributed majorly to overall organizational culture, followed by HR 

orientation and External orientation. Multiple regression analysis results indicate an 

excellent statistical fit of the model explaining (r2 = 0.951). Hence, we can infer that all 

the dimensions contribute significantly to a strong organizational culture. 

5.1.4 Objective - 4 

To identify the effect of organizational culture on employee engagement in the 

Recruitment Organizations. 
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This Objective was sufficed by two broadly defined hypothesis testing with its sub 

hypothesis of each organizational culture dimension with employee engagement. The 

correlation results reveal that all the dimensions were positively and significantly 

correlated to employee engagement for the first hypothesis. Further, it observed a strong 

correlation between HR orientation and employee engagement that infers the Recruitment 

firms have employee-friendly HR practices. Employees might be satisfied with their HR 

practices—this strengthened relationship followed by dimensions Autonomy and Values 

& goal clarity of organizational culture. 

 The second hypothesis measured the relationship between organizational culture and 

employee engagement dimensions. The correlation results reveal that all the dimensions 

of employee engagement, i.e., vigor, dedication, and absorption, were positively and 

significantly correlated. Further, it observed a strong correlation between Organizational 

culture and the dedication dimension of engagement. One can infer that Organizational 

culture practices developed so that employees exhibit high work involvement, 

experiencing a sense of significance in their work. Further, enthusiasm and pride are also 

the characteristics of dedication—this strengthened relationship followed by the vigor 

dimension of employee engagement characterized by energy at the workplace and 

persistence when the task is challenging. 

The results were also obtained by regressing organizational culture on Employee 

Engagement. The model revealed a significant prediction of employee engagement with 

organizational culture. Hence, having a strong organizational culture leads to enhancing 

engagement levels. 

5.1.5 Objective 5 

To examine the selected Engagement factors as a Mediating variable between 

Organizational culture and Employee Engagement. 

The researcher performed the mediation analysis using the mediating variables, i.e., 

organizational support, Organizational communication, Peer relationships, Exceptional 

Leadership, Training & Development, Health & Safety, and Work Environment. The 

results revealed the partial mediation for all the variables between Organizational culture 
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and employee engagement. Training & development showed a higher amount of partial 

mediation. It can be inferred that strong organizational culture and better training & 

development interventions shall lead to higher engagement levels.  

The researcher found another variable that leads to a higher mediation side is Exceptional 

Leadership. Leadership in any organization plays a vital role in building a healthy 

organizational culture and employee engagement. The mediation relationship found was 

partial though significant indicates the Employees are happy with leaders or immediate 

managers, significantly influencing their engagement level at work.  

Peer relationships also partially but significantly contributing to the relationship between 

organizational culture and employee engagement. The researcher inferred that employees 

have cordial relationships with their peers, which helps build a strong organizational 

culture and adds to well-being at work, ultimaltely leading to enhanced engagement 

behaviours. Furthermore, the Health & Safety variable significantly decreased or 

negligible mediated the relationship between organizational culture and employee 

engagement.  This mediation relationship was followed by factors like Organzaitonal 

support, Organizational communication, Work Environment. ANCOVA results also 

revealed a small effect size when engagement factors are included, although the direct 

relationship between organizational culture is more robust. 

5.1.6 Objective – 6 

To understand whether the difference in demography (gender, designation) of 

employees impacts employee engagement. 

The gender of recruitment professionals does not significantly contribute to predicting 

employee engagement levels. Acceptance of the Null hypothesis suggested that gender 

doesn’t affect employee engagement. The present study results are in line with (Sarangi 

S., 2012), stating that the gender of the bank employees does not have a positive 

association with their engagement level. On the contrary, there are differences in job 

engagement between male and female employees, especially on Dedication (Kong Ying 

and Qufu, 2009). The employee’s designation does not significantly contribute to 

predicting employee engagement. Acceptance of null hypothesis stimulated that 
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employee engagement levels didn’t differ across four designation groups. The study 

results are supported by the results of (Shukla S et al., 2015) when measured employee 

engagement levels across two groups of designations, indicating the designations’ 

employees are equally engaged with their work. 

5.2 Discussions: 

The data analysis discussed in the previous chapter empirically tested the effect of 

organizational culture on employee engagement. This chapter discussed the findings of 

the current study. It will offer possible explanations of the research connected with 

various studies conducted in the past. The effect of organizational culture on employee 

engagement has been operationalized through this study. This study measured corporate 

culture and employee engagement levels in the Recruitment sector. It has also considered 

various engagement factors as intervening variables. It shows to an extent to which it 

affects the relationship between organizational culture and employee engagement. One 

of the gaps that emerged during the study was no research conducted to the best of the 

researcher’s knowledge of the recruitment industry; hence the researcher shall support 

the discussion with studies from various service sectors.  

1. Employee Engagement in the Recruitment Industry:

Schaufeli et al. (2002) defined engagement as a positive, fulfilling, work-related state of 

mind characterized by vigor, dedication and absorption. This definition was used as a 

working definition of the study, and the researcher verified this 3-dimensional scale, 

popularly known as UWES, to measure engagement among recruitment professionals.  

Vigor is characterized by high energy and mental resilience while working,  the 

willingness to invest effort in one’s work, and persistence while facing difficulties in the 

face of challenges. Employees exhibit vigor at work when they are engaged. Vigor score 

found 4.14.  

Dedication is characterized by a sense of significance, enthusiasm, inspiration, pride, and 

challenge. Dedication is the opposite of cynicism. The study revealed that dedication is 

the highest perceived dimension of engaged employees, with a mean score of 4.26. 
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Absorption is characterized by being fully engrossed in work, feeling happy in one’s 

work, and difficulty detaching from one’s work. Being fully absorbed is known as a 

“flow” state, which means optimal experience featured by mind & body union, self-

consciousness, distortion of time and intrinsic enjoyment. Results indicated that engaged 

employees are absorbed in work. The researcher found the mean score in this dimension 

to be 4.22. Hence, descriptive statistical analysis revealed there is engagement among 

recruitment professionals. 

The inferential statistics revealed a strong correlation among each dimension of 

engagement. A higher and positive correlation was observed with the “Absorption” 

dimension followed by dedication and vigor. 

2. Organizational culture in Recruitment Industry: 

Sathe (1983) defines organizational culture as “the set important understanding (often 

unstated) that members of the community share in common.” Along with deep-rooted 

values, norms, principles that serve as the standards to evaluate behaviours (Hofstede, 

1994). Values are defined as ideas and objects with special meaning on the individual and 

organizational level (Dubkevics, 2009). Values determine basic assumptions about 

reality, human nature, and relationships (Dubkevics & Barbars, 2010). Tastan & Tucker 

(2014) empirically studied the banking, finance and insurance sector and found a positive 

relationship among organizational culture, job involvement, commitment, safety & 

psychological condition of employment. 

The current study measured organizational culture on the dimensions like Values & goal 

clarity, Autonomy, HR orientation, Team orientation,  External orientation and customer 

focus. This study has helped define organizational culture in the recruitment industry’s 

context and suggested its operationalizing.  

 The descriptive tests results revealed higher mean values of each defined culture 

dimension. It means organizations have a strong organizational culture. Inferential 

statistics showed the dimension “team orientation” as a higher contributing dimension 

among the recruitment organizations. Teams/departments’ cooperation and problem-

solving by providing inter-team support, harmonious relationships, and effective 
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communication characterize team orientation. Healthy team orientation helps shape 

organizational culture, leading to enhanced engagement levels. It is relevant in the current 

study as functional teams work intra-inter typology in an organization. Employee 

engagement is an outcome of stronger team orientation in which employees are instilled 

with a sense of belongingness, co-worker support and security.  

The results were followed by “HR orientation.” Both descriptive and inferential statistics 

revealed a strong HR orientation featured by top management’s attitudes towards human 

resources, recruitment and selection practices, employee development interventions and 

performance evaluation strategies. Employee-friendly HR orientation helps shape 

organizational culture, leading to enhanced engagement levels. It is relevant in the current 

situation; in the service sector, organizations face employee retention challenges. It 

becomes essential for any organization’s HR department to develop employee-friendly 

practices aligned with organizational interest. 

The study also showed the “autonomy” Dimension led to relatively lower mean values. 

It is characterized by freedom provided in work-role, freedom to voice concerns, and 

freedom to plan and implement decisions. Hence, an employee feels engaged if autonomy 

is provided to them. 

3. The Relationship between Organizational Culture and Employee Engagement: 

The relationship between organizational culture and employee engagement can be found 

in many past studies. Cultivating organizational culture right from when an employee 

enters the organization, on joining the organization, an employee must be oriented with 

the organization’s vision, values & norms, socialization methods, and training on ethical 

standards (Fogarty,1994) helpful in gaining employee’s commitment. Organizations can 

employ strategies mentioned by (Trice & Beyer, 1993): organizational rites of passage, 

integration, enhancement and degradation for instilling values & norms among 

organizational members. According to (Schein 1992), once these values & norms are 

internalized, it shall help know how an employee perceives and feels about the 

organization. A stage of engagement occurs when an employee responds to a particular 

situation. Here, an engaged employee responds to the situation by taking actions that 

promote the best-perceived organization’s interest (Tompkins & Cheny, 1985). The 
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organizational culture, which is developed strategically, can better identify employee 

behaviours. Organizational commitment among employees reflects how well the culture 

is developed through various cultural practices (Russo,1998). 

Organizational culture supports employee in developing a sense of meaningfulness in 

their work. Many past studies support a positive work culture where both employees and 

organizations engage in a gainful situation. Financial stability, competitiveness and high 

retention are the characteristics of a healthy organizational culture. As said by (Yukl et 

al., 2002), the culture’s primary function is to understand an environment and determine 

how to respond to it, which reduces ambiguity and anxiety while dealing with it. 

Supporting this (Tripati & Sharma,2016) mentioned the report. In 2003, Towers Perrin, 

HR Services released its “Working Today: understanding what drives engagement” has 

identified organizational culture as a critical factor in promoting engagement. 

Organizational culture is considered a crux of activities within the organization that 

impact employees’ engagement levels, leading to improved service quality offered to 

customers (Soni,2019). Similarly, (Schein 2010) also added that organizational culture 

could be examined as a dynamic force that interactively revolves and engages managers 

and employees. Behaviours and attitudes of organizational members mould it.  

Employees who are a part of a weak organizational culture experience disrespect, low 

motivation, and a shared sense of feeling valued, often showing disengaged employees.  

On the contrary, strong work culture is respect, trust,  healthy relationships, autonomy 

and personal growth. These values are imbibed in the culture, and employee displays 

these value-driven behaviours which contribute to building employee engagement. hence, 

the relationship between organizational culture and employee engagement has been dealt 

with in the chapter of “Literature Review.” 

The current study has contributed to the existing relevant literature by establishing the 

relationship between organizational culture and employee engagement. The researcher 

empirically tested, verified, and modified the dimensions of organizational culture: 

Values & Goal clarity, Autonomy, HR orientation, team orientation, external orientation, 

and customer focus with employee engagement dimensions—vigor, dedication and 

absorption among the Recruitment industry.  
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The inferential statistical test results revealed a higher correlation between the dimensions 

values & goal clarity, autonomy and HR orientation with employee engagement. We can 

infer these dimensions contributes to enhancing the engagement levels of employees. 

Regression analysis also resulted in a significant positive effect of these dimensions on 

employee engagement. It can be inferred as when values and goals are clearly explained 

to the employee, their engagement levels increases. Similarly, engagement levels increase 

when employees experience autonomy in their work; employees are satisfied with the HR 

practices.  

These results are in line with (Priya & Vijyadurai, 2014) stated that to enhance employee 

engagement, organizations must build a strong organizational culture that comprises 

vision, values & goals, HR policies, and effective organizational communication 

leadership in an organization. Similarly, findings of the current study are also supported 

by (Bindl & Parker, 2010), stipulating that the more employees internalize and identify 

the organization’s values and goals, the more likely they will feel engaged at work. Thus, 

organizational practices that effectively convey the organization’s values to all employees 

and involve them with the organization’s goals result in more engaged employees, leading 

to more positive behaviours at work. 

4. Mediating Relationships between Organizational Culture and Employee

Engagement:

4a. Organizational support partially mediates the relationship between 

organizational culture and Employee Engagement. 

Organizational support mediates the influence of organizational culture on employee 

engagement, but this is a partial mediation, and a major part of the effect of organizational 

culture on employee engagement is achieved directly. The study of perceived 

organizational support has received considerable attention in the literature (Gilbert et 

al.,2012). Still, no empirical research examined the mediating role of organizational 

support in the relationships of organizational culture and employee engagement in 

enhancing engagement levels in the Recruitment industry context.   
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4b. Organizational communication partially mediates the relationship between 

Organizational Culture and Employee Engagement. 

Organizational communication mediates the influence of organizational culture on 

employee engagement, but this is a partial mediation, and a major part of the effect of 

organizational culture on employee engagement is achieved directly 

4c. Peer relationships partially mediates the relationship between organizational 

culture and Employee Engagement. 

Peer Relationships mediates the influence of organizational culture on employee 

engagement, but this is a partial mediation, and a major part of the effect of organizational 

culture on employee engagement is achieved directly 

4d. Exceptional Leadership partially mediates the relationship between 

organizational culture and Employee Engagement. 

Exceptional leadership mediates the influence of organizational culture on employee 

engagement, but this is a partial mediation, and a major part of the effect of organizational 

culture on employee engagement is achieved directly 

4e. Training & Development partially mediates the relationship between 

organizational culture and Employee Engagement. 

Training & development mediates the influence of organizational culture on employee 

engagement, but this is a partial mediation, and a major part of the effect of organizational 

culture on employee engagement is achieved directly.  

4f. Health & Safety partially mediates the relationship between organizational 

culture and Employee Engagement. 

Health & safety mediates the influence of organizational culture on employee 

engagement, but this is a partial mediation, and a major part of the effect of organizational 

culture on employee engagement is achieved directly. 

4g. Work Environment partially mediates the relationship between organizational 

culture and Employee Engagement. 
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Work Environment mediates the influence of organizational culture on employee 

engagement, but this is a partial mediation, and a major part of the effect of organizational 

culture on employee engagement is achieved directly. 

Hence, all mediating variables partially mediate the organizational culture (IV) and 

Employee Engagement (DV). Training & development shows a relatively higher 

mediating effect followed by Exceptional Leadership and Peer relationships.  

Discussion on Quade’s ANCOVA findings: 

The test’s partial eta squared value was 0.206, which shows a relatively small effect but 

significant EE_factors a covariate. We can say that there is a rise in employee engagement 

levels among employees when various engagement factors are intervened. The researcher 

found the direct relationship between organizational culture and employee engagement 

was more robust in the absence of covariates. It is in line with mediation analysis results 

which revealed the partial mediation of all defined engagement factors, with the relatively 

more substantial direct effect of organizational culture and employee engagement.  

5. Employee Engagement and Gender:

In earlier studies, gender differences have been found in determining engagement levels 

at the workplace. There is a conflicting view in the literature regarding which one (male 

or female) has higher engagement levels. Johnson. (2004), in his book, quoted a finding 

from Gallup’s study stating females tend to be more fulfilled in their work. Hence, 

females show more engagement than males. The same researcher did not find any 

differences in engagement levels when the research is conducted among Thai employees. 

In line with this (Avery et al., 2007), women were more engaged than their male co-

workers. The study concludes by (Kapoor and Anthony, 2013) male employees of 

manufacturing are a relatively higher side of engagement with the workplace than female 

employees. Whereas in service sector females was found highly engaged than male 

employees. 

Employees’ gender does not significantly contribute to predicting employees’ 

engagement levels. Acceptance of Null Hypothesis H3a0 suggests that the gender of 

recruitment professionals do not differ with their engagement levels. It supported by the 
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study (Yildirim, 2008) in his research of Turkish counsellors that engagement levels did 

not differ significantly between males and females. Furthermore, in the Indian context, it 

is supported by (Sarangi & Srivastava, 2012) in their research conducted on various 

banks. It stipulated that engagement levels are indifferent across different demographic 

variables such as gender and educational backgrounds, and organizational tenure. 

But in contrast, the study results (Kong, 2009) conducted on 118 females and 182 males 

across different organizations where there was a significant difference between males and 

females’ engagement levels. Males scored high on vigor and absorption dimensions. At 

the same time, females scored higher on the dimension of dedication. 

6. Employee Engagement & Designation:

Employees’ designation or work position does not significantly contribute to predicting 

employees’ engagement levels. Acceptance of Null Hypothesis H4b0 suggests that 

employee engagement levels of recruitment professionals do not differ across 

designations. Findings are in line with a report by (Towers Perrin 2003) whey they 

compared engagement levels between various demographic segments, from different 

designation/positions (senior executives to salaried and hourly non-management 

employees) across diverse industry segments (non-profit organizations, IT, heavy 

manufacturing, pharmaceuticals and service sector including insurance, hospital and 

finance/banking) which found similar results across all segments. Also, it supported by 

(Shuka et al. 2015) in their study undertaken for assessing engagement levels across 

various demographic variables and results indicated for designation (Executives and non-

executives) were equally engaged among the organizations. 

In contrast, Vanam (2009) also established a positive correlation between job level and 

job engagement, stating that the higher the level of employees in their organization, the 

higher their work engagement levels. Basikin (2007) and Persson (2010) also said similar 

positive results in establishing a relationship between employee position and engagement 

levels. The latest study by Chaudhary and Rangnekar (2017) study was also in the same 

direction as previous studies where the different hierarchical positions of employee viz., 

lower, middle and senior levels reveal a significant effect of designation at the different 
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lower, middle, and senior levels on work engagement of employees. The engagement 

level of senior business executives was found higher than junior level executives. 

5.3 Conclusions: 

1. Various dimensions were extracted from the extensive literature review and helped

develop a proposed relationship between employee engagement and organizational

culture.

2.Various engagement factors (mediating variables) extracted from the literature review

were reduced to seven using the Relative Important Index method.

3. An employee who perceives the organizational culture as healthy is more likely to be

engaged. Therefore, while facilitating employee engagement, organizations should focus

on building and strengthening a healthy organizational culture.

4. Recruitment organizations should ascertain their employees’ engagement levels for all

three dimensions – vigor, dedication and absorption to identify gaps and take suitable

measures to bridge them.

5. The research revealed that organizational culture comprises values & goal clarity,

autonomy, HR orientation, team orientation, external orientation, and customer focus. HR

orientation and values & goal clarity are more significant predictors of employee

engagement.

6. The mediation analysis tests result concluded with partial mediation effects for defined

engagement factors like organizational support, organizational communication, peer

relationships, exceptional leadership, training & development, health & safety, and work

environment. However, the organizational culture’s direct effect on employee

engagement was stronger.

7. It is concluded with ANCOVA test results; defined engagement factors has a small effect

as covariates on the relationship between organizational culture and employee

engagement.
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8. Employee engagement levels do not differ across different demographic variables such

as gender and designation.

5.4 Major Contribution: 

5.4.1. Theoretical Implications: 

  The study’s constructs have contributed to the theory based on the research objectives. 

1. This research’s major contribution understands the organizational culture and its

factors affecting employee engagement among recruitment professionals.

Theoretically, this research has contributed to the existing body of knowledge about

the effect of organizational culture on employee engagement. A primary model was

developed to determine the relationship, and it has enriched both organizational

culture and employee engagement constructs so far in the context of the recruitment

industry.

2. Various literature has shed light upon the relationship between organizational culture

and employee engagement with multiple constructs such as trust, work-role,

psychological well-being and established mediating or moderation relationships.

However, there was a lack of study on identifying the role of various engagement

factors  - organizational support, organizational communication, peer relationships,

Exceptional leadership, training & development, health & safety and work

environment along with the independent variable organizational culture and its

constructs in the context of employee engagement. A model developed for Gujarat

recruitment organizations provides an inclusive picture of the culture-engagement

relationship. This model has helped the researcher study its relationship between

values & goal clarity, autonomy, HR orientation, team orientation, external

orientation and customer focus.

3. With the advent of the twenty-first century, the world economy is changing rapidly.

It profoundly impacts India’s economy, especially in the service sector, emerging

rapidly. One such industry is the Recruitment industry. Increasing corporations

among various sectors lead to talent demands in the market. Fulfilling these talent

requirements is the prime operation of the recruitment organization; hence, it is
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critical to keep recruiters engaged by building healthy organizational culture. 

Consequently, this thesis has contributed to the knowledge pool of culture-

engagement relationship, how recruitment professionals perceive their organizational 

culture, and how it affects their engagement levels. 

A tool was developed to measure organizational culture and employee engagement, and 

culture-engagement relationship. This tool can help academicians and organizations know 

the culture-engagement relationship across the recruitment and service sectors. 

5.4.2 Managerial Implications: 

Indian economy is dominated by the service sector over the last few decades, with major 

services like banking & finance, IT/ITES. The emergence of various services such as 

healthcare, tourism, hospitality, once such is the recruitment industry, is considered an 

unorganized sector due to its less contribution to the overall service sector. Unlike any 

organization that desires their employee to be engaged so as recruitment organizations, these 

organizations shall engage the recruiters by building a healthy organizational culture, 

leading to better fulfilment of customer requirements by providing the best possible talent 

from the market and customer satisfaction. This thesis can be an early bird to research this 

niche sector, indicating the importance of organizational culture and employee engagement 

among recruitment organizations.  

1. Studying organizational culture factors will help the recruitment organizations

understand how employees perceive culture in values & goal clarity, autonomy,

human resource orientation, team orientation, external orientation and customer

focus. This thesis measures the culture with these constructs. Most organizations

have a strong organizational culture, and team orientation and human resource

orientation were critical contributors to organizational culture. The organization

should measure culture with these factors and explore other factors that

accommodate them.

2. It is essential for service providers in recruitment organizations to understand the

factors of organizational culture and employee engagement. This reveals that most

recruitment organizations have a positive organizational culture and have high
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engagement levels. Human resource orientation and values & goal clarity factors are 

critical contributors to enhanced engagement levels. So it is recommended that the 

recruitment organizations’ HR department communicate organizational goals and 

objectives clearly right from their early days of joining an organization. 

Organizations shall take engagement surveys periodically to assess engagement 

levels. With the use of the empirical model of study for culture affecting employee 

engagement, organizations will identify both organizational culture factors and 

engagement factors best accommodating them. 

3. Organizational culture affects all the dimensions of engagement -vigor, dedication

and absorption, whereas vigor and absorption were emerging factors in enhancing

engagement levels. Hence, organizations should design effective interventions to

improve employees’ energy at work and mental resilience. Absorption can be

improved by developing employee-friendly policies and retention strategies to make

them happily engrossed in their work.

4. Defined engagement factors – organizational support, organizational

communication, peer relationships, exceptional leadership, training & development,

health & safety, and work environment partially mediates the relationship between

organizational culture and employee engagement. Hence, organizations should

explore the direct relationship between these factors and employee engagement.

5. Demographic analysis has presented a comprehensive picture of the employee and

industry profile and their opinions towards their organizational culture and employee

engagement. This will help the organizations focus more on certain employees’

segment and design their policies and practices accordingly. Hence, these efforts

may lead to the formalization of the recruitment sector.

Thus, the study has helped develop a holistic engagement model through organizational 

drivers of culture and various engagement factors. It has helped give the recruitment 

organizations recommendations to enhance employee engagement through organizational 

culture and communication. 
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5.4 Limitations of the study: 

Even though the research work has made several contributions to the pool of knowledge from 

the model’s reference, it creates a logical step for future researchers of similar nature 

outgrowing its constraints. Hence, it is essential to recognize the study’s limitations while 

interpreting the results. Here, the researcher has categorized and described a few limitations 

of the survey faced while undertaking the research. 

1. Industry Limitations:  

The study undertaken was in the Recruitment industry, and respondents were recruiters with 

varied designations from Jr. level to Senior Managers. This industry is emerging in the 

service sector; it is highly unorganized.  Due to the same, the researcher found difficulties 

in gathering the industry data, such as no.s of recruitment consultancies, city-wise count of 

recruitment firms etc. Hence, the current study can be extended to various service sectors in 

the Indian and overseas context. It was challenging to collect data being informal sector 

adding the  COVID-19 situation; many recruitment firms have stopped operating for a 

stipulated time or permanently due to no business in the market.  

2. Geographical Limitations:  

The study undertaken was in the Gujarat state and with tier-1 and tier-2 cities of Gujarat. 

Ahmedabad, Vadodara, Surat, Rajkot and Jamnagar. It can further be extended across other 

states, and state-comparative study shall be undertaken. Another constraint due to the 

COVID-19 pandemic situation, it was difficult for the researcher to travel for data collection.  

3. Proposed model limitations: 

It relates to the dimensions contained with the hypothesized model. Even though the model 

proposed and the constructs include the dimensions centred on the purpose of study, several 

other possibilities of the dimensions can influence employee engagement which is not 

studied here. The study’s focus was to understand the organizational culture and other 

engagement factors that affect engagement levels. A model developed for employee 

engagement in the thesis contains the organizational culture elements. Several other 

organizational culture factors may impact employees’ positive engagement behaviours 

stated in the literature review; this leads to another limitation of the study. 
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4. Research Design limitations:

Firstly, the researcher faced time constraint with carrying out the research; secondly, the 

study’s sampling methods are convenience sampling and snowball sampling. Given that a 

convenience sample is not considered an adequate representation of the population, the 

results may be interpreted cautiously while generalizing. The method of data collection was 

the survey method using a Structured questionnaire. Researchers have limitations with this 

type of data collection method due to low response rate, complicated and confusing 

questions and surveys that might be too long (Cooper and Schindler, 2014). The sample size 

undertaken for the study is small, which can be increased for better results.  

5. Respondents Limitations:

Respondents error may exist in the current study (Malhotra & Das, 2005). There is a 

possibility respondents may not be able to fill out the entire questionnaire due to specific 

reasons and bias in some instances. Another limitation was respondents’ perceptions, which 

may differ across the time; thus, it is difficult to capture the dynamism of employee’s 

perceptions through cross-sectional study inspite of thorough literature review and 

hypotheses development to justify this shortfall longitudinal study would be desirable, even 

though the researcher couldn’t include in the current study due to cost and time constraints. 

5.5 Future Scope of Study: 

1. The study’s scope can be further increased and enriched by including more variables in

the model.

2. Future researchers shall apply various research methods to measure and justify the

conceptual model,  like focus group interviews, nominal group technique etc.

3. The sample can be more significant to increase the representativeness of the study. The

study can also be done across various geographies and service sectors to ascertain the

interplay of different factors and their contribution to employee engagement.
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5.S Summary of the Chapter:

Thus, the research is guided by six objectives and four hypotheses with its sub-hypothesis 

to summarise the chapter and research. The study explores the organizational culture and 

its factors, measured employee engagement with three dimensions and defined engagement 

factors were tested as mediators between organizational culture and employee engagement. 

The research indicates the effect of organizational culture on employee engagement within 

Gujarat’s recruitment sector.  

• Organizational culture is explained in terms of values & goals, autonomy, working

teams, and customer and human resource practices.

• Employee engagement is explained with three dimensions: employee’s energy,

happiness, involvement, and commitment towards their organizations.

• Organizations are increasingly required to improve their ability to build a strong

organizational culture and enhance engagement levels by designing appropriate

interventions to sustain this cutting-edge competitive scenario.

This study provides an assessment of organizational culture, employee engagement, and 

relationship. It also determined the mediating relationships with several engagement factors 

that can influence employee engagement, both researcher and practitioner applications and 

benefits.  
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APPENDIX 



Appendices 1: Questionnaire 

QUESTIONNAIRE LETTER 

Dear Respondent, 

You are invited to participate in a research study examining the factors and the levels of 

Employee Engagement. 

The study is being conducted by Ms. Chaitali Pandya research Scholar with Gujarat Technological 

University. 

The purpose of this study is to understand and identify the impact of Organizational Culture on 

Employee Engagement. If you agree to participate you will be one of approximately 400 

participants in the recruitment sector who will participate in this research. 

The survey will take approximately 10-15 minutes to complete. There are no risks or penalties 

for your participation in this research study. 

The information obtained as a result of this study will be published in aggregate form so that no 

individual research participant may be identified. 

For questions about your rights as a research participant or to discuss problems, complaints, or 

concerns about the present research study, or to obtain information, or to offer input, contact 

Ms. Chaitali Pandya at 7041473910 and also you can E-mail phdchaitali@gmail.com. 

Thank You for your time. 

Yours Sincerely, 

Chaitali Pandya 

(Doctoral research candidate in Human resources) 
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SECTION 1: DEMOGRAPHIC DETAILS 

Please provide the following information as requested below. The information will remain 

confidential and will only be used in aggregate form or for statistical purposes. 

1. Name of the Respondent (Optional): ______________________________

2. Gender:  MALE/FEMALE

3. Contact No (Optional).: ____________________________

4. Email Id: __________________________________

5. Name of the Organization: ________________________________________

6. Designation: ______________________________

7. Where is registered office of the Organization is located? (Name of City should be

specified) _________________________________

8. No. of Employees in your organization: __________________________________

9. No. of Branches of your Organization: ___________________

10. Form of Organization:       Proprietorship       Partnership 

 Corporate (Public Ltd, Pvt Ltd) 

11. Which kind of services your organization provides to the clients?

  Only Recruitment  Training   Recruitment Outsourcing          Others 

12. Type of Manpower Supply:    White Collar      Blue Collar    Both 

13. Type of Manpower Supply:    Permanent  Temporary  Both 

14. Which sectors your Organization caters into?

Manufacturing 

Pharmaceuticals 

Infrastructure 

IT/ITES 

Banking & Finance 

Textile & Garments 

Chemicals 

Plastic manufacturing & Processing 

Others – Please specify: 

2



15. Turnover of the Organization (In INR or US$): ______________________________

16. What shall be the average no. of days for the closure of the position from the day

position requirement received? ____________________

17. Which type of organizations do you serve as clients?

 PSU’s     Corporate (Public Limited, PVT Limited)   NGO’s   Others 

18. Name your 5 Major Clients (optional):

______________________________________________________________________

________

SECTION 2 

Please use the following scale to indicate the extent to which you agree or disagree with the 

given statements for organizational culture whereby 5-Strongly Agree, 4-Agree, 3-Neither 

Agree nor Disagree, 2-Disagree, 1-Strongly Disagree. 

SR.NO. STATEMENTS 5 4 3 2 1 

1 Employees "live" the core values of the organization 

2 We have a good understanding of the business objectives of an organization 

3 We have a clear understanding of our goals and objectives which are derived 
from organizational values 

4 In our organization, we are authorized to go beyond the rules if found 
extremely necessary 

5 We have the freedom to express our opinions and can take decisions in 
given situations 

6 We experience the liberty to find new ways of doing things and are allowed 
to experiment without fear of failure  

7 We experience HR orientation right from the top management's 
policymaking to the implementation of the same in a regular work 
environment  

8 Leadership at every level balance human orientation and task orientation 

9 Counseling and Motivation for employee development finds importance at 
every level of work functioning  

10 Team goals are defined through co-operation and consultation 

11 At every level, people put team goals above personal goals 

12 Each one appreciates the dependency of other departments on one's task 
completion and hence ensures smooth conduct of his/her task 
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13 Relationship with peers and subordinates is harmoniously leading to mutual 
support and goal achievement 

          

14 Teams are formed objectively keeping in mind specific tasks and 
organizational goals 

          

15 Being a learning organization there is a system of updating everyone on the 
market developments influencing our business  

          

16 We are trained to appreciate the market/customer requirement and 
respond to their needs/satisfaction 

          

17 We collectively work towards better satisfying the client base each time           

18 We collectively work towards attaining a competitive advantage in the 
marketplace keeping in mind all statutory compliances 

          

19 Everyone at all levels exhibits the highest levels of internal customer 
orientation  

          

20 Meeting Clients' expectation of the quality of products and services is the 
top priority for each one of us 

          

21 We appreciate and work upon the feedback received from each one of our 
clients 

          

22 We act proactively in anticipating futures needs of clients vis-à-vis market 
dynamics 

          

 

SECTION 3 

Please fill in for "to what extent these factors are practiced in my organization?" whereby 3 - 
Highly Practiced in my organization, 2 - Neutral practiced in my organization 1 - Practiced at 
a low extent. 

1. To what extent these factors are practiced in my organization? 

 

Factors 3- (Highly 
practiced in my 
organization) 

2 - (Neutrally 
practiced in my 
organization) 

1 - (Practiced at 
a low extent) 

Training & Development    

Career Orientation    

Organizational Communication    

Empowerment    

Pay & Benefits    

Peer Relationships    

Participative Decision Making    

Health & Safety    
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2. To what extent below factors prevails in my organization?

Factors 3- (Highly
prevails in my
organization)

2 - (Neutrally 
prevails in my 
organization) 

1 - (Prevails at 
low extent) 

Organizational Support 

Work Environment 

Exceptional Leadership 

3. To what extent below practices is implemented in my organization?

Practices 3- (Highly
practices in my
organization)

2 - (Neutrally 
practices in my 
organization) 

1 - (Practiced at 
a low extent) 

Selective Staffing 

Reward Systems 

Employee Participation programs 

Formal Grievance system 

SECTION 4: 

Please use the following scale to indicate the extent to which you agree or disagree with the 
given statements whereby 5-Strongly Agree, 4-Agree, 3-Neither Agree nor Disagree, 2-
Disagree, 1-Strongly Disagree. 

Sr.no. Statements 5 4 3 2 1 

1 
Organizational Support/ Management support is made available in imbibing 
values and creating goal clarity 

2 Exercising the given autonomy is supported by the organization 

3 
HR orientation is made more meaningful due to the organizational support 
made available 

4 
Team orientation is made more meaningful due to the organizational support 
made available. 

5 
External orientation in all strategy implementation is an outcome of 
organizational support 

6 
Customer focus becomes part of the organizational policies and strategies in a 
situation of good organizational support 

5



Sr. no. Statements 5 4 3 2 1 

7 
A healthy and safe environment stands foremost in the organizational values 
and goal orientation 

8 
With the organizational standards of health & safety being defined each one is 
made responsible to adhere to the stated norms for the well-being of self and 
others 

9 
Each one is given to understand that his/her health & safety is above any other 
organizational outcome 

10 
Working relations may be governed by formal hierarchy but health & safety 
matters are above any such hierarchy 

11 
While having standard health & safety norms across the organization, additional 
care is taken for the health & safety of employees subjected to forces of the 
external environment 

12 
In business philosophy and strategy health & safety of customers is equally 
important as health & safety of employees 

13 
Training and Development activities focused on organizational values and goal 
clarity helps organizations positively 

14 Employees are allowed to define their Training & Development needs 

15 
All employees are made to understand that critically identifying their own 
training needs and working towards the development is in their interest 

16 
Apart from functional skill development employees are trained on team skills as 
well as made to appreciate the need to develop on skills that will help them 
compliment the actions of team members 

17 
Besides current functional needs, training & development need identification 
for an individual is governed by factors of the external environment and 
changing business needs therefore 

18 
The training & development needs identification keeps in mind both internal & 
external customers 

19 
Positive value building and goal clarity can be well established through a healthy 
communication culture 

20 
The employees are allowed to decide where and how to communicate so they 
achieve desired results 

21 
Each employee is trained to respect others self-esteem while having to 
communicate for professional gains 

22 
While formal communication is critical for a good outcome, employees are 
given to appreciate the importance of healthy informal communication for 
better team performance 

23 
Communication network within the organization ensures that all relevant 
information and knowledge of the external environment is timely given to all 
employee within 
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Sr.no. Statements 5 4 3 2 1 

24 
The changing expectations of the customers from time to time inadequately and 
timely communicated to all concerned employees within an organization 

25 
Healthy and constructive peer relations can influence the accelerate 
penetration of values and goal orientation for organizational well being 

26 
While each one is allowed to work in his/her style, they are bound by minimum 
expectations such that peer relations remain healthy 

27 
While work demands the formation of reporting relationships, employees are 
educated to maintain health peer and superior-subordinate relationships 

28 
With team orientation being top-down philosophy, peer-relations is a strong 
factor in appraising behavioral skills 

29 
While peer relations need to be good at all times extra-care is taken to sustain 
peer-relations in situations that are made challenging due to external factors 

30 
Peer-relations is a very important criterion for mirroring the company's image in 
the eyes of the customers 

31 
Exceptional Leadership creates desired results in a given set of organizational 
values and objectives 

32 Autonomy results in organizational gains under exceptional leadership qualities 

33 
HR orientation gives phenomenal results in organization enjoying exceptional 
leadership 

34 
Team orientation gives phenomenal results in organizations enjoying 
exceptional leadership. 

35 
External Orientation is more vivid (clear) and feasible to implement with 
exceptional leadership available 

36 
Customer focus is highly appreciated when the organizational has exceptional 
leadership 

37 The Work Environment is made adaptive to organizational values and objectives 

38 
Exercising the given autonomy is more rewarding in a supportive work 
environment 

39 
HR orientation bring the desired results, on account of the quality of the work 
environment 

40 
Team orientation bring the desired results, on account of the quality of the 
work environment 

41 External orientation gets impetus in congenial work Environment 

42 
Customer focus becomes obvious due to this philosophy being ingrained into 
the work environment 
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SECTION 5: 

Please use the following scale to indicate the extent to which you demonstrate the behaviors 

for the statements given below:  5-Always, 4-Often, 3- Sometimes, 2-Rarely, 1 - Never. 

Sr. no. Statements 5 4 3 2 1 

1 At my work, I feel bursting with energy 

2 At my job, I feel strong and vigorous 

3 When I wake up in the morning, I feel like going to work 

4 I can continue working for very long periods at a time 

5 At my work, I always persevere, even when things do not go well 

6 I find the work that I do full of meaning and purpose 

7 I am enthusiastic about my job 

8 My job inspires me 

9 I am proud of the work that I do 

10 To me my job is challenging 

11 Time flies when I am working 

12 When I am working, I forget everything else around me 

13 I feel happy when I am working intensely 

14 I am immersed in my work 

15 I get carried away when I am working 

16 It is difficult to detach myself from my job 

Thank you 
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