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Abstract:
Purpose: In the fast-changing information technology (IT) industry, employee engagement has become a critical
strategic resource to improve organizational effectiveness. Although the research interest is growing, the empirical
evidence on the role of different dimensions of employee engagement in contributing to organizational
effectiveness in the Indian IT industry is lacking. The study examined the perceptions of engagement and
organizational effectiveness among employees in the IT sector with empirical evidence.
Design/Methodology/Approach: The research design of the study is quantitative and cross-sectional. A
structured questionnaire was administered to 300 employees of the selected IT organizations. To measure
employee engagement, the Utrecht Work Engagement Scale (UWES) was used with the three dimensions of vigor,
dedication and absorption, and organizational effectiveness was measured using seven dimensions:
communication, advancement opportunity, proactivity, belongingness, task significance, goal orientation and
security. Data were analyzed through descriptive statistical techniques to examine the respondents’ perceptions on
all the constructs in the study.
Findings: The findings uniformly indicate high levels of employee engagement and organizational effectiveness
across all measured dimensions. The highest mean scores among the dimensions of engagement were perseverance
under vigor (Mean = 6.12), challenging work under dedication (Mean = 6.10), and happiness during intensive
work under absorption (Mean = 5.94). Likewise, dimensions of organisational effectiveness such as security, goal
orientation, belongingness and communication received high positive employee perceptions; mean response
percentages for most indicators were above 80%. The results indicate that employees perceive their organisations
as supportive, goal-oriented, fair, and meaningful workplaces.
Practical implications: The results underline the importance of improving employee engagement practices that
support meaningful work, psychological ownership, career development, and open communication to improve
organisational effectiveness in knowledge-intensive organisations.
Originality/Value: This study's empirical findings contribute to the employee engagement literature by providing
rich evidence from the Indian IT industry, using multidimensional measures of employee engagement and
organisational effectiveness. The findings offer useful insights for managers seeking to develop sustainable people
management strategies to enhance organisational performance.

Keywords: Absorption, Dedication, Employee Engagement, Human Resource Management, Information
Technology Sector, Organisational Effectiveness, Vigour.

Introduction
In today’s fast-paced, knowledge-based business environment, employee engagement is more important than ever.
The rapid rate of change in digital transformation, globalization and technological advancement has compelled
organizations to change their conventional human resource management practices to those that improve employee
engagement, motivation and organizational performance. In knowledge intensive industries such as Information
Technology (IT), people are the most important organizational resource. Their intellectual capacity, creativity and
willingness to contribute beyond formal job roles are largely determinants of the innovation, productivity and
quality of service. More and more organizations are starting to see that employee engagement is a strategic lever
to improve the effectiveness of the organization and to secure sustainable competitive advantage (Kahn, 1990;
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Schaufeli et al.,2002).

Over the past decade, the IT industry has grown phenomenally and has been a major driver for economic growth,
job creation and digital innovation around the world. India is among the world’s top IT hubs due to its highly
skilled workforce, strong digital infrastructure and growing global demand for software development and IT-
enabled services (ITES), cloud computing, artificial intelligence and business process management. The Indian
IT-BPM industry is one of the largest contributors to the country’s Gross Domestic Product (GDP), employs more
than six million professionals and generates significant export revenues (National Association of Software and
Service Companies (NASSCOM, 2025). However, this growth spurt has also come with a number of workforce
issues including employee burnout, increased turnover intentions, work stress, complexity of hybrid work, and
increasing needs for continuous skill development. The challenges have led to a greater need for organizations to
enhance employee engagement efforts that support psychological well-being, motivation, and long-term
organizational commitment (Gallup, 2024).

Employee engagement is a positive and fulfilling work-related state of mind characterized by vigor, dedication
and absorption (Schaufeli et al., 2002). Job satisfaction is the feeling of employees towards their jobs whereas the
engagement is the cognitive, emotional and behavioral commitment of employees towards the goals of the
organization. Engaged employees demonstrate a high level of enthusiasm, perseverance, resilience and dedication
in their job performance. They are willing to exert discretionary effort; actively participate in the organization's
activities; effectively collaborate with colleagues and are always looking for opportunities for learning and
innovation. Engaged employees have been found to be more productive, to have higher customer satisfaction, to
display more organizational citizenship behaviour, to have less absenteeism and lower turnover intentions (Bakker
& Albrecht, 2018; Saks,2022).

Organizational effectiveness is an organization’s success in achieving its strategic goals but also achieving
operational efficiency, employee satisfaction, adaptability, and long-term sustainability. The modern concept of
organizational effectiveness today is multidimensional and is beyond financial performance to include
communication effectiveness, employee development, organization commitment, innovation -capability,
leadership quality, adaptability and workplace security (Cameron, 1986; Richard et al., 2009). Effectiveness of an
organization in highly competitive fields such as information technology depends to a large extent on the ability
to create a climate where employees are motivated, psychologically attached and committed to the goals of the
organization. Organizations are therefore increasingly embracing employee engagement practices as part of
strategic human resource management efforts to improve organizational performance and achieve competitive
positioning.

There are many theories of organisational behaviour that provide a theoretical connection between employee
engagement and organisational effectiveness. Kahn’s (1990) Personal Engagement Theory suggests that the work
environment of employees is meaningful, psychologically safe and psychologically available for full engagement.
Similarly, the Job Demands — Resources model (JD — R) (Bakker & Demerouti, 2007) proposes that sufficient
organizational resources (e.g., supportive leadership, career development, autonomy, performance feedback, and
recognition) promote employee engagement, and, in turn, enhances individual and organizational outcomes .
Consistent with Social Exchange Theory (Blau, 1964), when employees are treated positively by the organization,
their commitment, engagement and performance increases, thus leading to increased organizational effectiveness.
The strategic value of employee engagement to organizational performance is also supported by another empirical
evidence. According to the Gallup State of the Global Workplace 2024 report, organizations with highly engaged
employees consistently outperform their competitors in profitability, productivity, customer loyalty, innovation,
and employee retention. Moreover, studies in technology firms revealed that engagement is positively related to
organizational agility, innovation capability, knowledge sharing, employee well-being, and resilience when
considering a digital transformation (Saks, 2022; Albrecht et al., 2024). Employee engagement is more important
to organizational effectiveness in the post-pandemic business landscape of hybrid work models, remote
collaboration and Al-enabled workplaces.

Nevertheless, with the increasing number of studies, there are still several research gaps. Most of the earlier
research has been confined to developing economies or explored employee engagement as an independent
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construct without a holistic consideration of its association with multiple facets of organizational effectiveness.
Moreover, there is a relative scarcity of empirical studies on employee engagement in the Indian IT sector
particularly those which explore employee engagement by the dimensions of vigor, dedication, and absorption and
dimensions of organizational effectiveness such as communication, advancement opportunity, proactivity,
belongingness, task significance, goal orientation, and security. The distinctly different workforce features of
India’s technology industry such as multicultural teams, project-based work, fast technological change and
growing employee mobility, calls for context specific empirical evidence.

In this backdrop, the present study is an attempt to study the employee engagement and organizational
effectiveness among employees working in selected IT organizations in India. Specifically, the study examines
employee engagement in terms of vigor, dedication, and absorption, and assesses organizational effectiveness in
terms of communication, opportunity for advancement, proactivity, belongingness, task significance, goal
orientation, and security. This study adds to the existing literature on human resource management by offering
empirical insights into employees’ perceptions of these multidimensional constructs and practical
recommendations for managers striving to create evidence-based engagement strategies that enhance
organizational effectiveness, employee well-being, and long-term organizational sustainability.

1. Literature Review
Tiwari and Lenka (2020) studied employee engagement among survivors of workforce downsizing in Indian
ITATES companies. The research demonstrated that internal corporate communication, knowledge sharing,
continuous learning, and intrapreneurship significantly and positively predicted employee engagement. Perceived
communication satisfaction also emerged as a key contributor to how engaged employees felt toward their
organization. Interestingly, resonant leadership showed a negative association with engagement, contrary to
conventional expectations. The study concluded that engaged employees in downsized organizations went on to
strengthen employer branding, linking engagement directly to organizational effectiveness.
Ansari (2020) examined the role of personality traits in predicting employee engagement among mid-level
employees in the Indian IT industry. Using a variance-based structural equation modeling approach, the study
tested extraversion, agreeableness, conscientiousness, neuroticism, and openness to experience as predictors.
Results confirmed that extraversion, conscientiousness, neuroticism, and openness to experience significantly
influenced employee engagement levels. Agreeableness, however, showed no meaningful effect on engagement
in this context. The research recommended that organizations consider personality-based hiring and development
strategies to cultivate a more engaged and effective workforce.
Sabu and Manoj (2020) investigated the combined effect of employee desire and employee engagement on
organizational performance in Kerala's ICT sector. Data were collected from 352 executive employees across
public and private ICT organizations using structured questionnaires. The structural equation modeling results
revealed that both employee desire and engagement positively and significantly influenced organizational
performance. Employee engagement was also found to partially mediate the relationship between employee desire
and performance outcomes. The study offered practical insights for managers seeking to leverage engagement
strategies to strengthen organizational effectiveness.
Tomar (2020) explored employee engagement factors across ten major Indian business sectors, with particular
emphasis on IT companies, using perceptions from 500 employees. Thematic analysis identified insightful work,
pragmatic management, positive work environment, growth opportunity, and engaging leadership as the primary
engagement drivers. The study argued that India's increasingly sophisticated, globally influenced HR policies have
made employee-centric practices essential to organizational competitiveness. It found that a better-engaged
workforce translated directly into improved bottom-line performance for IT firms. The research positioned
employee engagement as a strategic lever for achieving broader organizational effectiveness in the IT sector
(Tomar, 2020).
Singh et al. (2021) studied the role of employee engagement in organizational effectiveness within Indian public
sector organizations. The research measured emotional, cognitive, and physical dimensions of engagement and
their relationship to organizational outcomes. Findings showed that emotional and cognitive engagement were
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significant predictors of both innovation and productivity within these organizations. Physical engagement also
contributed meaningfully, though to a comparatively smaller degree, to overall organizational effectiveness. The
study concluded that engagement positively impacts innovation, productivity, interpersonal relationships, and
satisfaction, reinforcing engagement's role as a driver of organizational performance (Singh et al., 2021)

Sihag (2021) investigated the impact of perceived organizational support (POS) on employee engagement among
420 mid-level professionals in the Indian IT industry. The study argued that in a highly competitive environment,
employees' perception of organizational support strongly shapes their attitudes, behaviors, and willingness to
remain engaged. Survey data collected across multiple IT firms confirmed that POS is a significant and positive
contributor to employee engagement levels. The research emphasized that when employees feel valued and
supported by their organization, their engagement and discretionary effort increase substantially. This finding
reinforced the practical importance of supportive HR and managerial practices in building an engaged IT
workforce.

Das, Mehra, and Singh (2022) examined the mediating role of emotional intelligence in the relationship between
employee engagement and job satisfaction in the Indian IT sector. The study built on prior literature showing that
satisfied, fully engaged employees consistently contribute beyond expected performance levels. Emotional
intelligence was found to strengthen the pathway through which engagement translates into job satisfaction
outcomes. The research suggested that emotionally intelligent employees are better equipped to channel their
engagement into positive organizational behaviors. Overall, the study highlighted those individual psychological
competencies as an important, often overlooked, factor in engagement-driven organizational effectiveness.
Kumar, Verma, and Ray (2023) conducted a comprehensive review exploring the relationships among employee
engagement, organizational commitment, and organizational effectiveness. The study synthesized existing
scholarship to map how engagement scholarship has evolved and where research gaps remain. It found that
organizations continue to face challenges in translating engagement initiatives into measurable improvements in
commitment and effectiveness. The review proposed a future research roadmap emphasizing more rigorous,
context-specific investigations into engagement outcomes. This work is particularly relevant for framing
engagement and organizational effectiveness as intertwined constructs requiring integrated study.

Shaikh Faridullah and Srivastava (2024) conducted a systematic review examining factors influencing employee
engagement in Indian IT firms, drawing on data from 468 executives across three key functional areas. The study
scrutinized job contentment, dedication, drive, and participation as core elements shaping engagement outcomes.
Using a mixed-methods design involving surveys and interviews, the research offered a nuanced understanding of
engagement theory as applied to the IT context. Findings indicated that these engagement elements collectively
and significantly influenced organizational effectiveness within Indian IT firms. The review consolidated
prominent engagement theories and models to provide a comprehensive framework for future IT-sector research.
Goyal, Nigam, and Goyal (2024) studied how psychological ownership and organizational citizenship behavior
influence employee engagement among 221 IT executives, using structural equation modeling. The research
examined the IT services industry specifically because of its fast-changing environment and heavy reliance on
skilled talent. Results showed that psychological ownership had a stronger positive effect on engagement than
organizational citizenship behavior. Perceived organizational support was identified as a mediating mechanism
linking both variables to engagement outcomes. The study concluded that fostering a sense of ownership among
IT employees is a particularly powerful lever for building sustained engagement.

Sharma, Raj, Gupta, Johri, and Asif (2024) examined how employer branding mediates the relationship between
HR practices and employee engagement in the IT sector. The study emphasized that traditional incentive-based
approaches are no longer sufficient to sustain long-term employee commitment in a competitive industry. Findings
revealed that employer branding served as a significant intermediary mechanism linking HR practices to stronger
engagement outcomes. The research provided targeted guidance for HR professionals seeking to strengthen
workplace satisfaction through branding-focused strategies. Overall, the study reinforced those strategic HR and
branding investments directly support organizational engagement and effectiveness goals.

Sharma, Raj, Kumar, Gupta, Johri, and Asif (2025) investigated the relationship between employer branding and
employee satisfaction among 220 executive-level IT professionals in the Delhi-NCR region. Using PLS-SEM for
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data analysis, the study aimed to reveal how branding strategies shape overall employee well-being and retention.
Results demonstrated a significant positive relationship between employer branding and job satisfaction among IT
sector employees. The research argued that a well-managed employer brand distinguishes organizations from
competitors while simultaneously enhancing engagement. This study extended earlier work by quantitatively
confirming employer branding's role in employee-centered organizational outcomes.

Chakraborty and Pandey (2025) explored whether remote IT workers demonstrate innovative work behavior,
focusing on the mediating role of work engagement. The study examined the interplay between psychological
contract fulfillment and innovation in the context of India's post-pandemic hybrid work environment. Findings
showed that virtual engagement strategies, including regular communication and team-building, remain essential
to sustaining employee satisfaction and cohesion. Work engagement was found to mediate the pathway between
psychological contract and innovative behavior among remote employees. The research concluded that tailored
HR measures are needed to sustain engagement and innovation as IT firms transition into post-pandemic work
models.

Haripriya and Parameswaran (2025) studied the interplay of organizational support and employee personality in
sustaining engagement among 252 IT employees in Coimbatore. The research framed engagement not merely as
a psychological state but as a root driver of organizational performance, creativity, and retention. Results
confirmed a strong positive correlation between perceived organizational support and employee engagement. The
mediation analysis further revealed that employee personality traits shape how organizational support translates
into sustained engagement. The study concluded that companies must look beyond traditional incentives, focusing
instead on support systems tailored to individual personality differences.

Manjushri (2026) investigated the impact of employee engagement on organizational performance within the IT
sector using structural equation modeling as the analytical framework. The study addressed a gap in the literature
by focusing specifically on how engagement affects performance metrics unique to the IT industry. Data collected
from a diverse sample of IT professionals across multiple organizations were analyzed to test the proposed model.
Findings confirmed that employee engagement significantly and positively influences organizational performance,
including productivity and innovation outcomes. The study emphasized the continued need for longitudinal
research into the sustainability of engagement initiatives over time.

2. Research Gap
Despite considerable research on employee engagement, some gaps remain in the existing literature. Most studies
have concentrated on outcomes such as job satisfaction, organizational commitment, productivity and turnover
intention with little attention to its impact on the multidimensional aspects of organizational effectiveness.
Moreover, empirical evidence is lacking on employee engagement via the dimensions of vigor, dedication, and
absorption in addition to organizational effectiveness dimensions such as communication, advancement
opportunity, proactivity, belongingness, task significance, goal orientation, and security. Further, there is a paucity
of research that has examined this relationship in the Indian IT industry especially in the light of digital
transformation and changes in work practices. The current study fills this gap by examining the relationship
between employee engagement and organizational effectiveness among employees in selected IT organizations
and provides empirical evidence to support effective human resource strategies and improve organizational
performance.
3. Objectives

e To examine the level of employee engagement among employees in selected IT organizations.

e To assess the level of organizational effectiveness across its key dimensions, namely communication,
advancement opportunity, proactivity, belongingness, task significance, goal orientation, and
security.

e To analyze the relationship between employee engagement and organizational effectiveness among
employees in selected IT organizations.
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4. Research Methodology

The present study used a quantitative, descriptive and cross-sectional research design for the study of employee
engagement and organizational effectiveness among employee of selected IT organizations. The primary data was
gathered using a structured questionnaire from 300 employees through the convenience sampling method.
Employee engagement was measured using the Utrecht Work Engagement Scale (UWES), which is composed of
the dimensions of vigor, dedication, and absorption. Organizational effectiveness was assessed by measuring
communication, advancement opportunity, proactivity, belongingness, task significance, goal orientation, and
security. All items were measured on a seven-point Likert scale from 1 (Completely Disagree) to 7 (Completely
Agree). The data were analyzed using SPSS version 29. To review the demographic characteristics of the
respondents and to measure the levels of employee engagement and organizational effectiveness, the descriptive
statistics such as frequency, percentage, mean and standard deviation were used. Participation was voluntary and
the anonymity and confidentiality of respondents was maintained throughout the study.

5. Data Analysis And Interpretation:
Below table provides the demographic variables of the respondents of the sample
Table 1 Demographic variables of Respondents

Respondents
Characteristics Category
Number | Percentage
Male 195 65
Gender
Female 105 35
25-35 130 43.33
35-45 98 32.67
Age 45-55 44 14.67
Above 55 28 9.33
Married 125 41.67
Marital status
Un married 175 58.33
Degree 50 16.66
Educational level Professional 130 43.34
Post Graduate | 120 40
3 years 110 36.66
Years of experience 3-6 years 120 40
Above 6years | 70 23.34

6.1 Descriptive statistics for responses of three scales

This section provides the descriptive statistics of all variables of the study. There are two variables, among which
one is independent variable and one is dependent variable. These variables are analyzed by collecting the responses
in the form of various agreement levels against forty five statements that are formulated pertaining to the variables
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of the study.
Below section provides descriptive statistics of seven Sub-variables of the dependent variable
‘Organizational Effectiveness’.

a. Communication Dimension
The table presents respondents' perceptions of the Communication dimension of organizational effectiveness. The
responses are measured on a seven-point Likert scale ranging from Completely Agree (CA) to Completely
Disagree (CDA). Overall, the findings indicate that employees hold a favourable perception of communication

practices within the organization, as reflected by high mean scores and a substantial percentage of agreement.

Table 2 Communication Dimension

Sub variables of the scale Responses (in %) M Mean
can Response
S Response o

Communication CA |A |SWA |N | SWDA | DA | CDA (In %)
There is an emphasis on effectiveness in every sphere. | 12.7 | 64.7 | 12.7 | 9.9 | - - - 5.80 82.85
The .discussions sought by superiors are mostly 23 |37 457 |15 |- i i 597 758
genuine.
The communication is generally well thought off. 11.7 | 543 | 29 5 - - - 5.73 81.85
Th ti f i ided by legal

© actions b SUpeTions are guided By T840 103 [ 547 [ 273 | 7.7 | - - - 5.68 81.14
provisions.

CA=completelyagree; A=Agree;SWA=somewhatagree;N=neutral;SWDA=somewhatdisagree;DA=disagree;CD
A=completely disagree
The Communication dimension received positive employee perceptions, with mean scores ranging from 5.27 to
5.80 (75.28%-82.85%). The highest-rated statement was "There is an emphasis on effectiveness in every
sphere" (Mean = 5.80), indicating a strong organizational focus on effectiveness. Employees also viewed
communication as well planned (Mean = 5.73) and believed that superiors' actions are guided by legal
provisions (Mean = 5.68). The comparatively lower score for the genuineness of discussions with superiors
(Mean = 5.27) suggests a need to strengthen openness, trust, and two-way communication. Overall, the findings
indicate an effective and transparent communication system with scope for improving managerial interactions.

b. Advancement Opportunity Dimension
The table presents respondents' perceptions of the Advancement Opportunity dimension of organizational
effectiveness. The responses indicate that employees generally hold a positive opinion regarding career growth,
promotion opportunities, and the utilization of their skills within the organization. The mean scores range from
5.50 to 5.71, while the mean response percentages vary between 78.57% and 81.50%, reflecting a favorable
perception of advancement opportunities.

Table 3 Advancement Opportunity Dimension

M

Sub variables of . Mean can
the scale Responses (in %) Response Response

P (In %)
Advancenfent CA A SWA | N SWDA | DA | CDA
Opportunity
My job gives me an
opportunity - 04 y5 - lae 1337 |73 |- - | 562 80.28
make use of my
abilities.

3234
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The chances of
advancement on | 12.3 | 42.7 323 10.3 - 24 |- 55 78.57
this job are high.

My past
advancement in the
organization  has
been satisfactory

17 413 373 4.4 - - - 5.71 81.5

The chances for
further growth are | 11 49.7 35.7 3.6 - - - 5.68 81.14
bright.
The Advancement Opportunity dimension reflects positive employee perceptions, with mean scores ranging
from 5.50 to 5.71 (78.57%—81.50%). The highest-rated statement was "My past advancement in the
organization has been satisfactory" (Mean = 5.71), followed by future growth opportunities (Mean = 5.68)
and effective utilization of abilities (Mean = 5.62). The statement on chances of advancement received the
lowest mean score (Mean = 5.50), indicating some concerns about promotion opportunities. Overall, employees

are satisfied with career growth and development, though greater transparency and fairness in promotion policies
could further enhance satisfaction.
c¢. Proactivity Dimension
The table presents respondents' perceptions of the Proactivity dimension of organizational effectiveness. The
findings reveal that employees exhibit a strong proactive orientation toward their work, as reflected by high levels
of'agreement across all statements. The mean scores range from 5.52 to 5.84, while the mean response percentages
vary between 78.85% and 83.42%, indicating a high level of proactive work behavior among employees.
Table 4: Proactivity Dimension

Sub-variable

Responses Mean
Proactivity Mean Response
Response | (In %)
CA A SWA | N SWDA | DA | CDA
1 work overtime
even I am not paid | 19.6 | 51 22.7 6.7 - - - 5.84 83.42
for it.
I usually show up
fi k littl
or wore 4 T3 1463 |48 2 - - |- 5.52 78.85

early to get things
ready.

| keep upon
thinking about the | 2.3 53.7 | 42.7 1.3 - - - 5.57 79.57
problem till solved.

People are often
enthusiastic to
complete their work
as per schedule.

6 61.3 | 32 0.7 - - - 5.73 81.85

The Proactivity dimension shows strong positive employee perceptions, with mean scores ranging from 5.52 to
5.84 (78.85%-83.42%). The highest-rated statement was "I work overtime even if I am not paid for it" (Mean
= 5.84), indicating a high level of commitment and discretionary effort. Employees also reported being
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enthusiastic about completing work on time (Mean = 5.73) and persistent in solving work-related problems
(Mean = 5.57). The comparatively lower score for arriving early to prepare for work (Mean = 5.52) suggests
scope for improving consistent proactive behavior. Overall, the findings indicate a proactive, dedicated, and
responsible workforce that contributes positively to organizational effectiveness.
d. Belongingness Dimension

The table presents respondents' perceptions of the Belongingness dimension of organizational effectiveness. The
findings indicate that employees exhibit a strong sense of attachment, identification, and emotional commitment
toward the organization. The mean scores range from 5.66 to 5.89, while the mean response percentages range
from 80.85% to 84.14%, reflecting a high level of organizational belongingness among employees.

Table : S Belongingness Dimension

Sub-variable Mean
Responses Mean Response

Belongingness Response | (In %)
CA | A SWA | N SWDA | DA | CDA

| thi izati

see TIS oTeamzation as | g 7 1 68.7 [ 213 | 0.3 | - - - 5.88 84

a large family.

I f working i

am proud of working in | 5o 4| ) 2 | 157 | 143 . - - 5.89 84.14

this organization.

I feel that this

organization's problems | 10.3 | 47 40.7 |2 - - - 5.66 80.85

are my own.

I see the fulfilment of my

1 Is in th

personal - goals I the |, | 593 )09 o |- - 5.77 82.42

achievement of

organization's goals.

The Belongingness dimension reflects strong employee attachment, with mean scores ranging from 5.66 to 5.89
(80.85%—84.14%). The highest-rated statement was "I am proud of working in this organization" (Mean =
5.89), followed by viewing the organization as a large family (Mean = 5.88). Employees also reported strong
alignment between personal and organizational goals (Mean = 5.77). The comparatively lower score for feeling
organizational problems as their own (Mean = 5.66) suggests scope for enhancing psychological ownership.
Overall, the findings indicate high organizational pride, loyalty, and commitment, with opportunities to further
strengthen employee ownership and participation.
e. Task Significance Dimension

The table presents respondents' perceptions of the Task Significance dimension of organizational effectiveness.
The findings suggest that employees generally perceive their work as meaningful and recognize the importance of
their roles within the organization. The mean scores range from 5.26 to 5.92, while the mean response percentages
vary between 75.14% and 84.57%, indicating an overall positive perception of task significance.
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Table 6 Task Significance

Sub variable

Responses Mean

Task Significance Mean Response
Response | (In %)

CA | A SWA | N SWDA | DA | CDA

My job gives me

opportunity to feel | 3 333 | 51 12.7 | - - - 5.27 75.28
important.
loftentrytoexpressmy | ;4| o) o5y | | - - 5.76 82.28

ideas without any fear.

My work is suitably

. 5 33 45 17 | - - - 5.26 75.14
recognized

Responsibilities given

. 25.7 | 47.7 | 20 6.7 |- - - 5.92 84.57
to me are satisfactory

The Task Significance dimension shows positive employee perceptions, with mean scores ranging from 5.26 to
5.92 (75.14%—84.57%). The highest-rated statement was ""Responsibilities given to me are satisfactory" (Mean
= 5.92), followed by freely expressing ideas without fear (Mean = 5.76). Lower scores for job importance
(Mean = 5.27) and work recognition (Mean = 5.26) indicate opportunities to improve employee recognition and
reinforce the value of individual contributions. Overall, employees perceive their work as meaningful and are
satisfied with their responsibilities, while enhanced recognition practices could further improve motivation and
organizational effectiveness.

f. Goal Orientation Dimension
The table presents respondents' perceptions of the Goal Orientation dimension of organizational effectiveness.
Overall, the findings indicate that employees have a favorable perception of the organization's goal-setting
practices, clarity of objectives, and alignment of organizational goals with broader societal needs. The mean scores
range from 5.42 to 5.92, while the mean response percentages range from 77.42% to 84.57%, suggesting a high
level of goal orientation within the organization.

Table 7 Goal Orientation

Sub variable
Responses in %
Goal Orientation Mean
Mean Response
Response | (In %)
CA|A SWA | N | SWDA | DA | CDA
The objectives of our organization are realistic 5271173 |7 - - - 5.92 84.57
Indlvu'luals. and .teams are. skilful _in clarifying 447 | 44 77 07 ) i 542 77 42
objectives in the light of new information
Objectives and broad aims are clearly communicated
so that one can relate them to day-to-day 54 327 |5 1 - - 5.62 80.2
responsibilities.
3237
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Organizational objectives are related to wider social
and economic needs.

The Goal Orientation dimension reflects strong positive employee perceptions, with mean scores ranging from
5.42 to 5.92 (77.42%—-84.57%). The highest-rated statement was "The objectives of our organization are
realistic" (Mean = 5.92), indicating confidence in organizational goals. Employees also agreed that objectives are
clearly communicated (Mean = 5.62) and aligned with wider social and economic needs (Mean = 5.75). The
comparatively lower score for clarifying objectives based on new information (Mean = 5.42) suggests scope for
improving adaptability and communication. Overall, employees perceive organizational goals as realistic, well
communicated, and strategically aligned, with opportunities to strengthen adaptive goal-setting and feedback
mechanisms.
g. Security Dimension
The table presents respondents' perceptions of the Security dimension of organizational effectiveness. The findings
reveal that employees perceive a high level of job security, confidence in organizational systems, and fairness in
organizational practices. The mean scores range from 5.63 to 5.95, while the mean response percentages range
from 80.42% to 85.00%, indicating a strong positive perception of security within the organization.
Table 8 Security

Sub variable

Responses in % Mean
Security Mean Response
Response | (In %)
CA | A SWA | N | SWDA | DA | CDA
My job provides me the way for 3 673 | 27 XiP i i 571 81.57
steady employment.
The standards of control are 5 60 34 | ) i i 5.60 8128
adequate.
I timistic about the fate of
am optmistic hout e fate 011 g3 153 (383 [2 o3 |- |- 5.63 80.42
my organization.
The standards of perft
fai:S andards ot periormance ate | 5y 71557 1157 |6 |- - - 5.95 85

The Security dimension reflects strong positive employee perceptions, with mean scores ranging from 5.63 to
5.95 (80.42%—-85.00%). The highest-rated statement was "The standards of performance are fair" (Mean =
5.95), followed by job security (Mean =5.71) and adequate control standards (Mean = 5.69). The comparatively
lower score for optimism about the organization's future (Mean = 5.63) suggests a need for better
communication on the organization's long-term vision. Overall, employees perceive the organization as stable,
fair, and secure, with high confidence in its policies and practices.
6.2 Descriptive statistics of Employee Engagement
The Present section consists of set of statements that are used to measure the agreement level of the sample on
Employee Engagement variable, which has been considered as dependent variable in the study.

a. Responses of ‘Vigor’ Dimension
The Vigor dimension of employee engagement reflects employees' levels of energy, mental resilience, willingness
to invest effort in their work, and persistence in the face of challenges. The findings indicate that respondents
demonstrate a high level of vigor, as evidenced by the consistently high mean response percentages ranging from
78.71% to 87.42%.
Below Table provide the results of the responses
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Table 9 Vigor

Sub variable

Responses in % Mean
Vigor Mean Response

swlbp | response (In %)

CA A SWA | N DA | A | A
Feel of bursting with energy 29.3 44 11.7 15 |- - - 5.88 84
Feeling of Strong and vigorous 223 51 20.4 63 |- - - 5.89 84.14
Feel like going to work 28.3 53 13.7 5 - - - 6.05 86.42
Work for long periods 3 46.7 48.3 2 - - - 5.51 78.71
Resilient mentally 7 58.7 343 - - - - 5.73 81.85
Showing perseverance 32 48.7 19 03 |- - - 6.12 87.42

The Vigor dimension indicates high employee engagement, with mean scores ranging from 5.51 to 6.12 (78.71%—
87.42%). The highest-rated statement was ""Showing perseverance" (Mean = 6.12), followed by feeling like
going to work (Mean = 6.05), reflecting strong enthusiasm and commitment. Employees also reported high levels
of energy and mental resilience. The comparatively lower score for working for long periods (Mean = 5.51)
suggests a need for better workload management and well-being initiatives. Overall, the findings demonstrate a
highly energetic, resilient, and committed workforce that contributes positively to organizational effectiveness.

b. Responses of Dedication Dimension
The Dedication dimension of employee engagement reflects employees' sense of significance, enthusiasm,
inspiration, pride, and willingness to embrace challenging work. The findings indicate that respondents exhibit a
high level of dedication, with mean response percentages ranging from 81.14% to 87.14%, suggesting that
employees are emotionally connected to their work and demonstrate a strong sense of commitment toward their
organization.
Table 10 Dedication

Sub variable

Responses in % Mean
Dedication Mean Response
response | (In %)
CA A SWA | N SWDA | DA | CDA
Work i
ork meaning and | | 57 1173 |67 |- - - 5.88 84

purposeful
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Job inspires 24.7 46.7 153 |83 |- 5 - 5.73 81.85

Enthusiastic about the

. 7.7 61.3 283 |27 |- - - 5.74 82
job

Proud about work 2.3 65.7 29.7 |23 - - - 5.68 81.14
Challenging job 24 63 123 0.7 |- - - 6.10 87.14

The Dedication dimension reflects high employee engagement, with mean scores ranging from 5.68 to 6.10
(81.14%—87.14%). The highest-rated statement was "Challenging job" (Mean = 6.10), indicating that employees
find their work stimulating and meaningful. Employees also reported high levels of purpose, enthusiasm, and
inspiration. The comparatively lower score for pride in work (Mean = 5.68) suggests an opportunity to strengthen
employee recognition and organizational identification. Overall, the findings indicate a dedicated and motivated
workforce with scope to further enhance employee pride and engagement.
c¢. Absorption Dimension

The Absorption dimension of employee engagement reflects the extent to which employees are fully concentrated,
deeply immersed, and happily engrossed in their work. The results indicate that respondents exhibit a high level
of absorption, with mean response percentages ranging from 74.11% to 84.85%, suggesting that employees are
generally attentive and mentally involved in their job responsibilities.

Table 11 Absorption

Sub variable

Responses in % Mean
Absorption Mean Response
Response | (In %)
CA A SWA | N | SWDA | DA | CDA
Time flies while working | 4.3 32 457 | 18 | - - - 5.23 74.11
Forgeteverythingelse | 197 155 |17 |83 |- - - | 586 83.71
while working
Feel happy when 18 |e17 |17 |33 - - |- | 504 84.85
intensely working
i hil
Gt carried away while | ) 53.7 (43 |13 - - - |56 79.42
working
Difficul h fr
ifficult to detach from | o 463 | 427 |2 |- ~ - | se 80.2
work
Immersed 53 65 29.7 | - - - - 5.76 82.28

The Absorption dimension indicates high employee engagement, with mean scores ranging from 5.23 to 5.94
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(74.11%—84.85%). The highest-rated statement was "Feel happy when intensely working" (Mean = 5.94),
followed by forgetting everything else while working (Mean = 5.86), reflecting strong focus and enjoyment at
work. Employees also reported high levels of immersion and psychological involvement. The comparatively
lower score for "Time flies while working" (Mean = 5.23) suggests scope to further enhance immersive work
experiences. Overall, the findings indicate that employees are highly absorbed in their work, contributing
positively to employee engagement and organizational effectiveness.

6. Discussion:

The study indicated that the chosen IT organizations’ employes reported high levels of employe engagement in
the three dimensions of vigor, dedication, and absorption, which means enthusiasm, commitment, and full
immersion in work. The organization was also evaluated positively regarding its effectiveness in terms of
communication, goal orientation, belongingness, opportunity for advancement, task significance, pro-activity and
security. The findings indicate that supportive work practices, good communication, career development
opportunities and employee recognition are important for both engagement and the effectiveness of organizations.
The results are in line with previous studies that have emphasized the positive relationship between employee
engagement and organizational performance.

7. Future Directions For Research
Future research might employ larger, more diverse samples from a range of industries and geographic locations.
Researchers may also look at how hybrid work, Al, digital leadership and employee well-being affect employee
engagement and organizational effectiveness. Longitudinal studies and sophisticated statistical techniques, such
as Structural Equation Modeling (SEM), might provide a better understanding of these associations.

8. Conclusion
The study concludes that employee engagement positively impacts on organizational effectiveness in the IT sector.
It indicates a positive and productive work environment with high levels of vigor, dedication, and absorption and
positive perceptions of communication, career growth, proactivity, belongingness, goal orientation, task
significance and security. Organizations should keep on building leadership, communication, employee
recognition, and career development efforts to sustain engagement, enhance organizational performance, and
preserve long-term competitiveness.

References

Albrecht, S. L. (Ed.). (2010). Handbook of employee engagement: Perspectives, issues, research and practice.
Edward Elgar Publishing. https://doi.org/10.4337/9781849806374

Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M. (2015). Employee engagement, human
resource management practices and competitive advantage. Journal of Organizational Effectiveness: People and
Performance, 2(1), 7-35. https://doi.org/10.1108/JOEPP-08-2014-0042

Ansari, J. A. N. (2020). Driving employee engagement through five personality traits: An exploratory study.
Metamorphosis: A Journal of Management Research, 19(2), 94-105.

Bakker, A. B., & Albrecht, S. L. (2018). Work engagement: Current trends. Career Development International,
23(1), 4-11. https://doi.org/10.1108/CDI-11-2017-0207

Bakker, A. B., & Demerouti, E. (2007). The Job Demands—Resources model: State of the art. Journal of
Managerial Psychology, 22(3), 309-328. https://doi.org/10.1108/02683940710733115

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. 1. (2014). Burnout and work engagement: The JD—R approach.
Annual  Review of Organizational  Psychology and  Organizational Behavior, 1, 389-411.
https://doi.org/10.1146/annurev-orgpsych-031413-091235

Bakker, A. B., & Van Wingerden, J. (2023). Do personal resources and strengths use increase work engagement?
Career Development International, 28(2), 167-181.

https://kommerstad.org 3241


https://doi.org/10.4337/9781849806374
https://doi.org/10.1108/JOEPP-08-2014-0042
https://doi.org/10.1108/CDI-11-2017-0207
https://doi.org/10.1108/02683940710733115
https://doi.org/10.1146/annurev-orgpsych-031413-091235

Minnesota Journal of Business Law and Entrepreneurship
Volume 2026, No. 3
ISSN: 1540-3270

[8] Blau, P. M. (1964). Exchange and power in social life. John Wiley & Sons.

[9] Cameron, K. S. (1986). Effectiveness as paradox: Consensus and conflict in conceptions of organizational
effectiveness. Management Science, 32(5), 539-553. https://doi.org/10.1287/mnsc.32.5.539

[10] Chakraborty, S., & Pandey, S. (2025). Are remote workers innovative? The interplay between psychological
contract and innovative work behaviour with mediating role of work engagement. SAGE Open.
https://doi.org/10.1177/21582440251399790

[11] Christian, M. S., Garza, A. S., & Slaughter, J. E. (2011). Work engagement: A quantitative review and test of its
relations with task and contextual performance. Personnel  Psychology, 64(1), 89-136.
https://doi.org/10.1111/j.1744-6570.2010.01203.x

[12]Das, M., Mehra, S., & Singh, V. (2022). Mediating role of emotional intelligence between employee engagement
and job satisfaction in Indian IT sector. International Journal of Management Practice, 15(2), 235-252.

[13]Demerouti, E., Bakker, A. B., & Xanthopoulou, D. (2023). The Job Demands—Resources model and employee
well-being. Annual Review of Organizational Psychology and Organizational Behavior, 10, 1-27.

[14] Gallup. (2024). State of the global workplace 2024 report. https://www.gallup.com/workplace/state-of-the-global-
workplace.aspx

[15]Goyal, K., Nigam, A., & Goyal, N. (2024). The influence of psychological ownership (PO) and organisational
citizenship behaviour (OCB) on employee engagement: The mediating role of perceived organisational support
(POS). European Management Studies, 22(2), 4-27. https://doi.org/10.7172/2956-7602.104.1

[16]Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2019). Multivariate data analysis (8th ed.). Cengage
Learning.

[17]Haripriya, V., & Parameswaran, R. (2025). Sustaining engagement in the IT industry: The interplay of
organizational support and employee personality. Advances in Consumer Research, 2(5), 904-910.

[18]Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. Academy of
Management Journal, 33(4), 692—724. https://doi.org/10.2307/256287

[19]Kumar, M., Verma, M., & Ray, B. (2023). Unlocking the power of engagement: A comprehensive review and
future research roadmap. Acta Universitatis Bohemiae Meridionalis, 26(3), 33—49.

[20]Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and Organizational
Psychology, 1(1), 3-30. https://doi.org/10.1111/j.1754-9434.2007.0002.x

[21]1Manjushri, U. (2026). Employee engagement practices and their effect on organizational performance: An
empirical study of the IT sector. International Journal of Economic Practices and Theories.

[22]NASSCOM. (2025). Strategic review 2025. National Association of Software and Service Companies.
https://nasscom.in

[23]Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and effects on job performance.
Academy of Management Journal, 53(3), 617-635. https://doi.org/10.5465/am;j.2010.51468988

[24]Richard, P. J., Devinney, T. M., Yip, G. S., & Johnson, G. (2009). Measuring organizational performance: Towards
methodological best practice. Journal of Management, 35(3), 718-804.
https://doi.org/10.1177/0149206308330560

[25]Robbins, S. P., & Judge, T. A. (2022). Organizational behavior (19th ed.). Pearson.

[26]Sabu, V. G., & Manoj, M. (2020). The effect of employee desire and employee engagement on organizational
performance: Evidence from ICT sector in Kerala, India. Management and Labour Studies, 45(4), 500-518.
https://doi.org/10.1177/0258042X20939020

[27] Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of Managerial Psychology,
21(7), 600-619. https://doi.org/10.1108/02683940610690169

[28]Schaufeli, W. B. (2017). Applying the Job Demands—Resources model: A “how to” guide to measuring and
tackling  work engagement and  burnout. Organizational ~ Dynamics, 46(2), 120-132.
https://doi.org/10.1016/j.orgdyn.2017.04.008

[29] Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement with a short
questionnaire: A cross-national study. FEducational and Psychological Measurement, 66(4), 701-716.
https://doi.org/10.1177/0013164405282471

https://kommerstad.org 3242


https://doi.org/10.1287/mnsc.32.5.539
https://doi.org/10.1177/21582440251399790
https://doi.org/10.1111/j.1744-6570.2010.01203.x
https://www.gallup.com/workplace/state-of-the-global-workplace.aspx
https://www.gallup.com/workplace/state-of-the-global-workplace.aspx
https://doi.org/10.7172/2956-7602.104.1
https://doi.org/10.2307/256287
https://doi.org/10.1111/j.1754-9434.2007.0002.x
https://nasscom.in/
https://doi.org/10.5465/amj.2010.51468988
https://doi.org/10.1177/0149206308330560
https://doi.org/10.1177/0258042X20939020
https://doi.org/10.1108/02683940610690169
https://doi.org/10.1016/j.orgdyn.2017.04.008
https://doi.org/10.1177/0013164405282471

Minnesota Journal of Business Law and Entrepreneurship
Volume 2026, No. 3
ISSN: 1540-3270

[30] Schaufeli, W. B., Salanova, M., Gonzalez-Roma4, V., & Bakker, A. B. (2002). The measurement of engagement
and burnout: A two-sample confirmatory factor analytic approach. Journal of Happiness Studies, 3(1), 71-92.
https://doi.org/10.1023/A:1015630930326

[31]Shaikh Faridullah, & Srivastava, U. (2024). Factors influencing employee engagement in Indian IT firms: A
systematic review of existing literature with reference to prominent employee engagement theory and models.
Educational Administration: Theory and Practice, 30(1), 446—468. https://doi.org/10.53555/kuey.v30i4.2746

[32]Sharma, A., Raj, R., Gupta, A., Johri, A., & Asif, M. (2024). HR practices and employee engagement: The
mediating role of employer branding. SAGE Open, 14(4). https://doi.org/10.1177/21582440241303625

[33]Sharma, A., Raj, R., Kumar, M., Gupta, A., Johri, A., & Asif, M. (2025). Optimizing employee satisfaction in
India's IT sector: A focus on employer branding. Humanities and Social Sciences Communications, 12, Article
512. https://doi.org/10.1057/s41599-024-03689-9

[34]Sihag, P. (2021). The impact of perceived organizational support on employee engagement: A study of Indian IT
industry. International Journal of Human Capital and Information Technology Professionals, 12(2), 35-52.

[35]Singh, et al. (2021). Role of employee engagement in organizational effectiveness: Empirical evidence in the
context of Indian public sector organizations. International Journal of Education and Management Studies, 11(2),
74-80.

[36] Tiwari, B., & Lenka, U. (2020). Employee engagement: A study of survivors in Indian IT/ITES sector. /IMB
Management Review, 32(3), 249-266. https://doi.org/10.1016/}.iimb.2019.10.003

[37] Tomar, J. S. (2020). Employee engagement in India: Organizational effectiveness, people, and performance in IT
companies. In S. Misra & A. Adewumi (Eds.), Handbook of research on the role of human factors in IT project
management (pp. 420—-451). IGI Global. https://doi.org/10.4018/978-1-7998-1279-1.ch023

[38] World Economic Forum. (2025). The future of jobs report 2025. https://www.weforum.org/reports/the-future-of-
jobs-report-2025

https://kommerstad.org 3243


https://doi.org/10.1023/A:1015630930326
https://doi.org/10.53555/kuey.v30i4.2746
https://doi.org/10.1177/21582440241303625
https://doi.org/10.1057/s41599-024-03689-9
https://doi.org/10.1016/j.iimb.2019.10.003
https://doi.org/10.4018/978-1-7998-1279-1.ch023
https://www.weforum.org/reports/the-future-of-jobs-report-2025
https://www.weforum.org/reports/the-future-of-jobs-report-2025

