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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. These 

current times of augmented organizational transparency, greater workforce mobility, and severe 

skills shortages, culture & engagement have become top issues for corporates, especially in 

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 the extra miles for their organizations. An enhanced understanding 

of the factors that impact employee engagement must be understood. 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 recruitment consultancies of 

Gujarat’s major cites. 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 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.  
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Introduction: 

Organizations culture that is defined by values & meaningfulness of work, strong employee 

engagement, job and organizational fit, strong leadership, and cordial peer relationships will likely 

beat their competition in attracting top talent. Hence, organizations approach recruitment 

consultancies to provide them with the market’s best-fitted talent. Recruitment professionals are the 

frontiers for employers and employees, and it becomes essential to have engaged recruitment 

professionals so they can source and provide the best talents to their clients.  

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

Recruitment consultancy, temporary staffing agencies, contingency search consultants, and 

executive search firms. They have been providing 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 on financial times defining recruitment organizations as businesses 

that work for organizations to find jobs when they need them. Cecilia J.MCMillian-Edwards, BS, 

AAS Director of Human Resources at IBEX Global, his approach to the today recruitment process 

that 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 useful 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 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 such as CEOS, CFOs, Managing Directors, and 

so on. There are middle-level agencies that handle recruitment for middle-level managers and senior 
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executives, such as Kelly Services, Manpower, and Adecco, which have offices scattered worldwide. 

They offered temporary recruitment, contract, and payroll services. 

Figure 1.1 - Evolution of Recruitment Industry, {Source: Author’s Creation} 

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, 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. 

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 
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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.  

India’s recruitment industry is still in its nascent stage, 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. The recruitment market is maturing further. Significant 

players like Adecco-People one and Manpower have stretched their network to 30 cities across India. 

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 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 the emergence of large 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 consists of recruitment consultancy services, including 

assessments, salary benchmarking services, and satisfaction surveys. Technology companies, 

including portals, constitute the remaining 5% of India’s recruitment market. 

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

industry, but more has started to emerge 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 up to tap its 

human potential.  
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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.  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 Organization (as on Dec 2019), 

across Gujarat which deals with Recruiting services and other Talent Acquisition service. Hence, it 

can be stated as a limitation of the study. But the State of Gujarat has an attractive significant 

investment in large industries due to its unique geographical and sociological conditions. 

 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. 

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. 
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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 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. 

Literature review and Derivation of Research variables: 

Many researchers have provided conceptual and instrumental insights into organizational culture 

and employee engagement as a single construct and relationships. A literature review of 

organizational culture and employee engagement included peer-reviewed articles and journals, 

books, websites, dissertations & doctoral thesis, 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.  

Dependent Variables 

Y=1 Vigor 

Schaufeli & Bakker (2004) Y=2 Dedication 

Y=3 Absorption 

Independent Variables 

X=1 Values & Goal Clarity Schein (1985), Denison et al. (2012) 

X=2 Autonomy Rao tv (2003), van de berg & Wilderom 

(2004) 
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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) 

 

Research Gaps: 

A review of extensive literature suggested that there is much less emphasis on exhaustively 

identifying organizational culture’s impact on employee engagement. Since engaging employees is 

an apposite issue for any organization, every organization is hence 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 
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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 researchers and consultants have conducted studies 

across the globe and in India, more in-depth studies are required to 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 multi-dimensional 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. 

Problem Definition: 

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. 

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 
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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 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 organization culture factors and employee engagement 

factors that deliver the 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. 

 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.  
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Research Objectives: 

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. 

2. To measure Employee Engagement and its various dimensions/factors in recruitment 

organizations. 

3. To study the existing organizational culture and its various dimensions in recruitment 

organizations.  

4. To identify the effect of organizational culture on employee engagement in the Recruitment 

Organizations. 

5. To examine the selected Engagement factors as a Mediating variable between Organizational 

culture and Employee Engagement. 

6. To understand whether employees’ demography (gender, designation) impacts employee 

engagement. 

Research Methodology: 

Research Design Descriptive Research 

Population Employees of Recruitment organizations within major cities 

of Gujarat 

Sampling Unit Recruitment professionals (Recruiters) at all levels of 

hierarchy 

Sampling method Convenience and Snowball sampling method 

Sample Size 364 

Data Collection Primary: Questionnaire and qualitative interview with 

industry experts 

Secondary: Journals, articles, relevant books, magazines & 

newspapers, websites, reports & surveys  

Data Collection Instrument Structured questionnaire 
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Data Collection tools & 

techniques 

SPSS 25 for Descriptive statistics, frequency distribution 

analysis, correlation, regression, Mann-Whitney U test, 

Kruskal Wallis test, Quade’s ANCOVA. 

Mediation Analysis – ADANCO 2.0.1 

Pre-testing & Pilot Study: 

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 – Practised neutrally, 1 – practised at a low extent. 

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. 

Face Validity: 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. 

Content Validity: Content validity means the critical evaluation of how well the scale’s content 

represents the measures (Burns & Bush,1998).  The content validity was established by extensive 

literature review and interactions with academicians and industry experts who have been part of the 

Recruitment & Staffing Industry. 

Reliability: Cronbach’s alpha was computed to determine the reliability of each construct; for 

organizational culture, the value was 0.895, for employee engagement was 0.827 and Engagement 

factors was 0.839. Hence, the questionnaire’s reliability was appropriate for further analysis.  

Normality: By definition, Likert scales are not normally distributed and have more significant 

variance in the data set. With the n=50 data was found to non-normally distributed, taking the 

conservative approach, it was advised that the researcher take a normality test with the more 

significant number of samples. 

 

11



Original contribution by Research Work: 

Organizational culture was measured with six dimensions. Employee engagement was measured 

with three dimensions, and seven defined engagement factors were identified to analyze the 

mediation effect between organizational culture and employee engagement. 

This research’s major 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.  

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.                                                                                                                                                                                                                                                    

Statistical Analysis: 

• Frequency distribution analysis was computed for demographic variable analysis. 

• In this study, descriptive analysis is used to compute the frequencies, percentages, mean, median 

and mode values, and standard deviations of each variable to determine the difference among the 

sample data groups and get the sample’s overall structure. 

• Spearman’s correlation coefficient to understand the interrelation of variables and check the 

significance of the relations.  

• Regression Analysis to identify the influence of independent variables on the dependent variable. 

• Mediation analysis was computed with PLS (partial least squares) method to study the mediation 

effects between independent and dependent variables. 

• Quade’s ANCOVA was computed to determine whether the test samples differences might be 

caused by random variation. In other words, how the inclusion of covariates affects the 

relationship between the independent and dependent variable.  

Results: 

The statistical analysis was performed using both descriptive and inferential statistics. The 

hypotheses were using bivariate and multivariate techniques have been analyzed in the thesis.  

12



Frequency analysis was conducted on various demographic variables such as gender, employee 

strength, types of services and catering sectors. 

Organizational culture was measured on six dimensions – Values & goal clarity, autonomy, HR 

Orientation, Team Orientation, External orientation and customer focus. Descriptive analysis 

revealed employees are satisfied with their organizational culture. The inferential analysis revealed 

a positive organizational culture among recruitment organizations. And all the dimensions 

significantly contribute to organizational culture. 

Employee engagement was measured on three dimensions – vigor, dedication and absorption. 

Descriptive analysis revealed that most employees are engaged in organizations. Each engagement 

dimensions were significantly contributing to the engagement construct.  

A significant effect of organizational culture on employee engagement was found. When regressing 

organizational culture dimensions on employee engagement, human resource orientation, and values 

& goal clarity better predict employee engagement. Similarly, when correlating employee 

engagement dimensions with organizational culture —dedication and absorption have shown 

relatively higher association.  

Defined engagement factors, organizational support, organizational communication, peer 

relationships, exceptional leadership, Training & development, health & safety and work 

environment were tested as mediating variables between organizational culture and employee 

engagement. There was a partial mediation effect of each mediating variable, whereas training & 

development and peer relationships show a relatively more substantial mediation effect. It can also 

be said that the direct relationship between organizational culture and employee engagement was 

stronger.  

Quade’s ANCOVA results also revealed a small effect size when engagement factors are included, 

although the direct relationship between organizational culture is more robust.  

The Mann Whitney U test results revealed no difference among males and females engagement 

levels when studying engagement levels across genders. The Kruskal Wallis test results revealed no 

difference among recruitment professionals among four designation groups.  
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Achievements with respect to Objectives: 

 

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. 

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 “unfavorable,” “Neutral”, and “favorable” 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 

revealed that the “Absorption” dimension contributed majorly to employee engagement, followed 

by dedication and vigor.  

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 
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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 shows “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. 

Objective - 4: To identify the effect of organizational culture on employee engagement in 

Recruitment Organizations. 

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. 
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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 and employee engagement. Training & 

development showed a higher amount of partial mediation. The researcher inferred that strong 

organizational culture and better Training & development interventions should 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, which has significantly 

influenced 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, ultimately 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 Organizational support, Organizational communication, Work Environment. Quade’s 

ANCOVA results also revealed a small effect size when engagement factors are included, although 

the direct relationship between organizational culture and engagement is more robust. 

Objective – 6: To understand whether the difference in demography (gender) 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 correlation with their engagement level. On the 
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contrary, there are differences in job engagement between male and female employees, especially 

on Dedication (Kong Ying and Qufu, 2009). Acceptance of null hypothesis stimulated that 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. 

Conclusions: 

1. Various dimensions were extracted from the extensive literature review and helped develop a 

proposed relationship between employee engagement and organizational culture.  

 
2. 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. 

 
3. 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. 

 
4. 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. 

 
5. 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 

substantial. 

6. It is concluded with Quade’s ANCOVA test results; defined engagement factors have a small 

effect as covariates on the relationship between organizational culture and employee 

engagement. 

7. Employee engagement levels do not differ across different demographic variables such as gender 

and designation. 
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ABSTRACT - A brief informative note about recruitment industry and organizational 

culture-employee engagement relationship, with research methods, results and 

findings on the current research study. 

 

INTRODUCTION - Overview of Labour market, evolution of recruitment 

industry, overview of recruitment function, organizational culture and 

engagement in context of recruitment professionals.  

 

LITERATURE REVIEW - Identifying the research conducted in past with 

reference to several relevant topics, enlisting various dimensions of the 

constructs and establishing strong grounds for conducting the current research. 

 

RESEARCH METHODOLOGY – comprising of the research gap, significance, 

objectives and scope of study, hypothesis formulation and statistical tools for 

study. 

 

DATA ANALYSIS – Application of various statistical tools to address the primary 
data collected reporting of the results and its statistical inference.  

 

FINDINGS & CONCLUSIONS - Key findings and conclusion with reference to 

objectives and hypothesis along with providing theoretical and managerial 

implications, and future scope of study. 
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