&‘g’ \3 A%

: Iﬂiﬁéﬁﬁlnternational Journal of Scientific Research in Engineering and Management (IJSREM)
WVolume: 08 Issue: 12 | Dec - 2024 SJIF Rating: 8.448 ISSN: 2582-3930

An Analysis of Employee Engagement and Employee Development with
Special Reference to Intrnforte, Bangalore

Author 1: PRATHAP A
IV Sem MBA, RR Institutions of Advanced Studies,
RR Institutions , Bangalore University, Bangalore.

Email ID: prathu753@gmail.com

Author 2: Dr. Janardhan G Shetty
Principal of RR Institution of Management Studies &
RR Institution of Advance Studies, RR Institutions, Bangalore University.

Email ID: rrias@rrinstitutions.com

ABSTRACT

The relationship between staff growth and engagement within IntrnForte is examined in this study. The goal of the
study is to comprehend how organizational productivity, job happiness, and retention rates are affected by employee
engagement efforts and development programs. Using a mixed-method approach, information was gathered from
a wide range of employees in different departments through surveys and interviews. The results show that strong
development programs that emphasize skill improvement, career advancement, and work-life balance are strongly
associated with high levels of employee engagement. The survey also shows that workers are more loyal and
satisfied with their jobs when they believe their employers are investing in their professional growth. To study the
data used the statistical tool as a Anova testing. Study suggests that IntrnForte keep employee engagement as a top
priority by enhancing development opportunities, offering helpful criticism, and encouraging a continuous learning
culture. This study highlights the value of a comprehensive approach to human resource management and advances
our understanding of how employee engagement and development can result in better organizational outcomes.

1. INTRODUCTION:
In the fiercely competitive business world of today, companies work hard to keep a talented and driven team in order
to boost output and secure long-term success. It has become clear that employee development and engagement are
essential to creating a dedicated and effective team. While employee development concentrates on the ongoing
enhancement of skills, knowledge, and abilities to promote career growth, employee engagement refers to the
emotional commitment that employees have for their firm. One of the top companies in [insert industry here],
IntrnForte, understands the value of both engagement and development in guaranteeing the happiness, health, and
general performance of its people. The company has put in place a number of programs designed to boost worker
engagement while also providing chances for career development and promotion. Nonetheless, there is still a lot of
interest in how well these initiatives work to produce long-term benefits for the company and its workers. In order to
comprehend how these elements, affect organizational efficiency, employee satisfaction, and retention, this study
will investigate the relationship between employee engagement and employee growth within IntrnForte. This study
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will offer important insights into how engagement and development strategies affect the workforce by examining
employee views and experiences. The results will also help shape plans for improving these efforts, which will help
the business draw in, keep, and nurture outstanding personnel. The study is organized as follows: the research
methodology utilized to collect data is reviewed in the next section, which then moves on to pertinent literature on
employee engagement and development. The research findings, analysis, and conclusions from the study are
presented in the following sections, along with suggestions for enhancing IntrnForte's employee engagement and
development initiatives.

2. RESEARCH METHODOLOGY

A mixed-methods research methodology is used in this study to investigate the connection between IntrnForte
employee development and engagement. The research attempts to give a thorough grasp of how these two aspects
affect employee satisfaction, performance, and organizational success by combining qualitative and quantitative
methodologies. The methodology is intended to ensure the validity and generalizability of the results while obtaining
detailed insights into the experiences and perspectives of employees.

2.2 OBJECTIVES OF THE STUDY:

1. Evaluate employee engagement levels at Intrnforte to understand job satisfaction and commitment.
2. Examine the effectiveness of employee development programs in enhancing skills and career
growth opportunities.

3. Investigate the relationship between employee engagement and job performance at Intrnforte.
4. Assess the role of leadership in promoting employee engagement and development.

5 Identify strategies for improving employee engagement and development to increase retention

and productivity.

3. REVIEW OF LITERATURE:

Numerous studies in organizational behaviour and human resource management have examined the connection
between employee development and engagement. Employee retention, job happiness, and productivity are all
impacted by employee engagement and development, which are essential elements of business success. With an
emphasis on their importance and practical applications in the workplace, this literature review examines important
research and frameworks that have influenced our understanding of these ideas.

4. ANALYSIS AND INTERPRETATION:

The study on employee engagement and development at IntrnForte reveals a generally positive but varied landscape.
While employees exhibit moderate engagement, with an average score of 4.1/5, there is noticeable variability in how
connected different individuals feel to the organization. This suggests that while some employees are highly
motivated, others may require more support to foster a stronger sense of involvement. Similarly, employees perceive
the company’s development opportunities as adequate (average score of 3.9/5), but there is a clear desire for more
diverse and tailored programs, particularly in leadership and role-specific skills. While the existing training programs
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are appreciated, employees seek more personalized development plans. This indicates potential for improvement in
both engagement strategies and development initiatives to enhance overall employee satisfaction, motivation, and
long-term growth within the company.

4.1 Gender of respondents
GENDER NO OF RESPONDENTS NO OF RESPONDENTS (%)
MALE 17 48.9
FEMALE 18 51.4
TOTAL 35 100
Table No 4.1

Interpretation: Asshown in the table, 51.4% of the respondents are female. A total of 35 respondents were randomly
selected for the survey. Among the selected respondents, 51.4% are female. The remaining 48.6% of the respondents
are male.

Table No 4.2 The support received from immediate supervisor.

Response No. of responses Percentage
Excellent 24 68.57%
Good 10 28.57%
Fair 01 2.86%
Poor 00 00

Total 35 100

Table No 4.2

Analysis: The majority of respondents (48.57%) are very satisfied, and 42.86% are satisfied, indicating a high level
of contentment. Only 8.57% were neutral, with no respondents expressing dissatisfaction or very dissatisfaction.
Overall, the data shows a strong positive response with minimal neutral feedback.
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4.2 Graph showing overall satisfaction with opportunity.
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Interpretation: The responses indicate a high level of satisfaction, with 91.43% of respondents expressing
satisfaction. Only 8.57% of the respondents remained neutral, showing a minimal level of dissatisfaction. This
suggests that the majority of participants are pleased with the subject in question. Overall, the sentiment is largely
positive.

4.3 The training and development opportunities provided by the company.

Particulars No. of responses Percentage
\Very satisfied 17 48.6%
Satisfied 18 51.4%
Neutral 00 00
Dissatisfied 00 00

Total 35 100%
Table No 4.3
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Analysis: The majority of respondents (48.6%) rated the reason as well, while 40% rated it very well. Only 11.4%
were neutral, and no one rated it as "not at all," indicating generally positive perceptions. Overall, the data suggests
a favorable response with minimal neutrality.

4.3 Graph showing the diversity and inclusion%b.
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Interpretation: From the above table, it shows that 48.6% of employees feel that the company values and embraces
diversity. This indicates that nearly half of the employees recognize the importance of diversity within the
organization. The response reflects a positive perception of the company’s commitment to inclusivity. Overall,
employees seem to appreciate the company’s focus on diversity and value.

STATISTICAL CALCULATIONS:

Is there a significant difference in the means of Column 1 and Column 2 based on the ANOVA test results.
Interpretation of the ANOVA Output:

. Between Groups:

The between-group sum of squares (SS) is 462.4, which indicates the variability between the two columns or groups
being compared.

o

o The F-statistic is 4.30790, and the p-value is 0.07160. Since the p-value is greater than the
significance level of 0.05, we fail to reject the null hypothesis, meaning there is no significant difference between
the two groups.
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2. Within Groups:

O
groups.

o

The within-group sum of squares (SS) is 858.700, showing the variability within the individual

The mean square (MS) for within-group is 107.337, which is calculated by dividing the SS by
the degrees of freedom (df = 4).

/Anova: Single Factor
SUMMARY
Groups Count Sum Average [Variance

Column 1 5 70 14 214.5
0.17509

Column 5 2 0.4 8

ANOVA

Source of

\Variation SS df MS F P-value |F crit
4.30790 0.07160 [5.31765

Between Groups 462.4 1 462.4 9] 9 5

858.700 107.337
\Within Groups |4 3 5
Total 1321.1 ¢

Thus, the ANOVA result suggests that while there is some variability between the groups, it is not statistically
significant at the 5% level.

. FINDINGS:
. The findings show that the gender distribution of respondents is almost evenly split, with 48.9% male and
51.4% female.
. The findings indicate that the majority of responses (68.57%) rated the performance as "Excellent," followed
by "Good" at 28.57%, with only 2.86% rating it as "Fair" and no responses indicating "Poor."
o The findings show that nearly all respondents expressed satisfaction, with 51.4% being "Satisfied" and 48.6%

being "Very satisfied," while none were "Neutral" or "Dissatisfied."
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6. SUGGESTION:

° A suggestion would be to ensure that both male and female perspectives are equally considered in future
analyses and decision-making processes.

o A suggestion would be to maintain or further enhance the aspects contributing to "Excellent"” ratings while
addressing any areas that might improve the "Fair" ratings.

° A suggestion would be to continue fostering the factors that contribute to high satisfaction levels, while
exploring opportunities to elevate the satisfaction of the few who are only "Satisfied" to "Very satisfied."

/. CONCLUSIONS

This study on employee engagement and employee development at IntrnForte has provided valuable insights into the
factors influencing employee satisfaction, motivation, and growth within the organization. The findings suggest that
while employees generally exhibit a moderate level of engagement, with an average score of 4.1, there is noticeable
variability in the responses, indicating that some employees feel more connected to their roles than others. This
highlights the need for more targeted strategies to enhance engagement, particularly for employees who feel less
motivated. Regarding employee development, the average score of 3.9 indicates that employees acknowledge the
company’s efforts to provide growth opportunities. However, a significant portion of the workforce expressed a
desire for more tailored development programs that are specific to their roles and career aspirations. Leadership and
communication were found to play critical roles in both engagement and development, as employees who perceived
strong support and open communication from their managers reported higher levels of satisfaction. Based on these
findings, it is recommended that IntrnForte focus on personalized training, mentorship programs, and clearer career
progression pathways to further enhance engagement and professional growth. By addressing these areas for
improvement, the company can foster a more motivated, skilled, and satisfied workforce, leading to greater
organizational success and employee retention.
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