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Abstract

Employee engagement plays a vital role in enhancing
organisational effectiveness,employee satisfaction, and
retention in today’s competitive business environment.
This study examines the employee engagement practices
adopted by organisations in the organised sector in
Amravati City, with a focus on key factors such as
communication, training and development, performance
appraisal, reward and recognition, work—life balance,
and leadership support. The research is based on primary
data collected through structured questionnaires from
employees, supported by secondary data from journals,
reports, and organisational records. Using descriptive
and analytical methods, the study analyses employee
perceptions of engagement practices and their impact on
job satisfaction and organisational commitment. The
findings indicate that effective communication, growth
opportunities, fair appraisal systems, and recognition
significantly influence employee engagement, leading to
higher motivation, improved performance, and stronger
organisational loyalty.
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1. Introduction

In the contemporary business environment,
organisations are increasingly recognising employees as
their most valuable asset. Employee engagement has
a key concept
management, as it directly influences productivity, job

satisfaction, retention, and overall

emerged as in human resource

employee

organisational performance. Engaged employees are
emotionally committed to their work and organisation,
and they willingly contribute beyond their formal job
responsibilities to achieve organisational goals. In
contrast, disengaged employees may lead to higher
absenteeism, lower morale, and increased turnover,
adversely affecting organisational efficiency.

The organised sector in India has witnessed rapid
changes due to  globalisation, technological
advancements, and increasing competition. These
changes have compelled organisations to focus not only
on operational efficiency but also on creating a
supportive and motivating work environment. Employee
engagement practices such as effective communication,
training and development, fair performance appraisal
systems, reward and recognition programmes, work—life
balance initiatives, and leadership support play a crucial
role in enhancing employee involvement and
commitment. In cities like Amravati, where organised
sector organisations are steadily growing, understanding
employee engagement practices becomes particularly
important for sustainable organisational
development.This study aims to analyse the employee
engagement practices followed by organisations in the
organised sector in Amravati City and to assess their
impact on employee satisfaction and organisational
commitment. By examining employee perceptions and
identifying key engagement drivers, the research seeks
to provide valuable insights to HR managers and
organisational leaders for designing effective
engagement strategies. The study also contributes to
academic literature by offering region-specific insights
practices within the
organised sector, thereby supporting better human

resource planning and policy formulation.

into employee engagement
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2. Literature Review:

Recent studies suggest that employee engagement has
become a key driver of organisational performance,
employee satisfaction, and retention. Researchers have
highlighted that factors such as effective
communication, career development opportunities, fair
performance appraisal systems, and supportive
leadership significantly influence employee engagement
levels. Reports from industry surveys indicate that
organisations with high employee engagement
experience improved productivity and reduced
employee turnover, reflecting the growing importance of
engagement practices in the organised sector.

e Praveen Kumar (2023) conducted a comparative
study on employee engagement in public and private oil
companies in India, finding differences in cognitive and
emotional engagement levels among employees in these
sectors.

e Mundhra & Pramanik (2024) found that higher
employee engagement improves work performance,
with work autonomy acting as a mediating factor in
Indian workplaces.

e Inamdar (2021) studied employee engagement
during the COVID-19 pandemic in India, highlighting
the importance of HR initiatives, work—life balance, and
leadership in maintaining engagement during remote
work.

o Singh Tomar (2019) explored engagement across
multiple sectors in India, showing that growth
opportunities, supportive leadership, and a positive work
environment  significantly = enhance  employee
engagement.

e Research on Indian software companies revealed
that HRM practices such as recruitment, training, and
reward systems have a direct positive impact on
employee engagement (2018).

3. Research Gap

Most existing studies on employee engagement in India
mainly focus on metropolitan cities and large corporate
organisations, while tier-II cities like Amravati remain
under-researched. There is limited empirical research
that examines employee engagement practices in the
organised sector at the regional level. Additionally,
many studies analyse engagement factors individually,
such as training or leadership, rather than studying the
combined effect of multiple engagement practices like
communication, training and development, performance
appraisal, reward and recognition, and work—life balance
on employee satisfaction and organisational

commitment. There is also a lack of pilot-based studies
that validate research instruments before conducting
large-scale surveys. This study attempts to bridge these
gaps by examining employee engagement practices in
the organised sector of Amravati City, providing region-
specific insights that can support better HR strategies
and policy decisions.

4. Objectives of the Study

1. To find out the employee engagement practices
used by organisations in the organised sector of
Amravati City.

2. Tounderstand the main factors that affect employee
engagement, such as communication, training,
performance appraisal, rewards, work-life balance, and
leadership support.

3. To know how employees feel about these
engagement practices and how effective they are.

4. To see how employee engagement affects job
satisfaction, motivation, and commitment to the
organisation.

5. To suggest ways for HR managers and leaders to
improve employee engagement in their organisations.

5. Methodology

The study uses a descriptive and exploratory research
design to understand employee engagement practices in
the organised sector. The research is based on primary
data collected through a pilot survey conducted among
employees in Amravati City.

Sample Size: 10-12 employees working in organised
sector organisations in Amravati City

Type of Organisations: Manufacturing, service, and
retail organisations

Sampling Technique: Convenience sampling

Data Collection Tool: Structured questionnaire

Scale Used: Five-point Likert scale

Mode of Data Collection: Self-administered
questionnaire

The pilot study was conducted to ensure that the
questionnaire was clear, simple, and relevant to the
study. It also helped in checking whether employees
could easily understand the questions and give accurate
responses before conducting the final survey.
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5.1 Research Design

The study adopts a descriptive and exploratory research
design. The exploratory nature of the study is essential
for delving into the nuances of employee engagement—
a multifaceted construct influenced by organizational
culture and individual perceptions. By utilizing a
descriptive approach, the research aims to provide an
accurate profile of current engagement practices within
the organized sector of Amravati City. This dual-layered
design ensures that while the "what" of engagement
practices is documented, the "how" and "why" behind
employee responses are also considered.

5.2 Target Population and Sampling

The target population for this study comprises
employees working within the organized sector in
Amravati City. This sector was chosen due to its
structured HR policies and formal employment
contracts, which provide a fertile ground for studying
standardized engagement practices.

To ensure a diverse perspective, the study encompasses
three primary organizational categories:

e  Manufacturing: Focuses on production-line
engagement and safety culture.

e Service: Focuses on client-facing roles and
professional development.

e Retail: Focuses on customer interaction and
workforce morale.

For the pilot phase, a sample size of 10-12 employees
was selected. The study employs convenience sampling,
a non-probability sampling technique. This method was
chosen for its cost-effectiveness and the ease of
accessibility to respondents during the preliminary phase
of the research, allowing for rapid data collection and
feedback.

5.3 Data Collection Tool: The Structured
Questionnaire

The primary instrument for data collection is a structured
questionnaire. This tool was meticulously designed to
cover key dimensions of employee engagement, such as
work environment, leadership communication, and
recognition programs.

To quantify subjective employee attitudes, a Five-point
Likert scale was implemented. This scale ranges from

"Strongly Disagree" (1) to "Strongly Agree" (5),
providing a nuanced measurement of the intensity of
employee feelings.

5.4 Data Collection Procedure

The data collection followed a self-administered
questionnaire mode. This approach was preferred to
minimize "interviewer bias," allowing respondents to
answer questions honestly and at their own pace without
external pressure. Participants were briefed on the
purpose of the study and assured of the confidentiality
of their responses, ensuring ethical standards were
maintained.

5.5 The Pilot Study

A critical component of this methodology is the pilot
survey. Before the full-scale deployment of the
research, the questionnaire was tested on a small group
of 10—12 employees to evaluate its efficacy. The pilot
study served several vital functions:

e Reliability and Validity: It allowed the researcher
to determine if the questions consistently measured the
intended engagement factors.

e Clarity and Language: It helped identify any
technical jargon or ambiguous phrasing that might
confuse participants. Based on pilot feedback, certain
questions were reworded to be more "employee-centric."”
e Time Assessment: It provided an estimate of the
average time required to complete the survey, ensuring
the final survey would not be perceived as overly
burdensome.

e Feasibility: It confirmed that the sampling frame
(organized sector in Amravati) was accessible and that
the data collected would be sufficient to address the
research objectives.

The insights gained from this pilot phase acted as a
"dress rehearsal," allowing for necessary refinements to
the research instrument. This ensures that the final data
collection process is robust, and the resulting findings
are both credible and actionable.
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6.  Analysis and Discussion (Pilot study)
1. Demographic Profile of Respondents

The pilot study was conducted with 12 respondents
from organised sector organisations. A majority of
respondents belonged to the 25-35 years age group,
indicating participation mainly from young and mid-
career employees.Most respondents had 1-5 years of
work experience, showing that early-career employees
formed a significant part of the sample.The respondents
included both male and female employees with
graduation and post-graduation qualifications, reflecting
a balanced and educated workforce.

2. Importance of Employee Engagement

Almost all respondents agreed or strongly agreed
that employee engagement is essential for organisational
growth and long-term success.Around 80-90% of
employees felt that higher engagement leads to better
performance, motivation, and job satisfaction.This
shows that employees clearly understand the value of
engagement practices in organisations.

3. Factors Influencing Employee Engagement

Communication, leadership support, and career
development were identified as the most important
engagement factors. More than 70% of respondents
stated that supportive leadership and clear
communication increase their engagement at
work.Training and development opportunities were also
rated positively, indicating their role in improving skills
and motivation.

4. Training and Development Practices

A majority of respondents agreed that training
programs are relevant to their job role and help
improve performance.Around 75% of employees felt
that training programs positively impact motivation and
provide growth opportunities. This indicates that training
and development practices are an important contributor
to employee engagement.

5. Reward, Recognition, and Work-Life
Balance

Recognition and reward programs were considered
effective by most respondents, though some felt that
improvements are required. Work-life balance

initiatives were rated as moderately effective, with
employees expressing the need for better flexibility and
support. This suggests that while engagement practices
exist, there is scope for improvement in these areas.

6. Challenges in Implementing Engagement
Practices

The most common challenges reported were lack of
management support, high employee turnover, and
limited resources. Nearly 40-50% of respondents
indicated that sustaining engagement initiatives over the
long term is difficult. This highlights the need for
consistent leadership commitment and structured
engagement strategies.

7. Overall Discussion

The pilot study confirms that employee engagement
practices positively influence motivation, performance,
and organisational commitment. The questionnaire was
found to be clear, understandable, and relevant, as
respondents were able to answer all questions easily.
The pilot study results validate the questionnaire and
provide a strong base for conducting the final survey in
the organised sector of Amravati City.

8. Employee Participation in Decision-Making

The pilot study revealed that employees value
opportunities to participate in decision-making
processes. Respondents felt more engaged when their
opinions were considered by management. Limited
involvement in decision-making was perceived as a
factor that reduces engagement and motivation.

9. Performance Appraisal System

A majority of respondents agreed that the performance
appraisal system plays an important role in employee
engagement. Fair and transparent appraisal processes
were associated with higher motivation and trust in the
organisation. Some respondents suggested that more
regular feedback and clearer appraisal criteria would
improve engagement levels.

10. Organisational Culture and Work Environment

The findings indicate that a positive organisational
culture and supportive work environment contribute
significantly to employee engagement. Employees felt
more committed when the workplace encouraged
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teamwork, mutual respect, and open communication. A
few respondents highlighted work pressure as a factor
affecting engagement.

12. Retention and Loyalty Intentions

Many respondents stated that effective employee
engagement practices increase their intention to stay
with the organisation. Engaged employees were more
likely to show organisational loyalty and recommend
their organisation to others. This highlights the role of
engagement in reducing employee turnover.

13. Feedback on the Questionnaire

Respondents found the questionnaire to be simple,
clear, and easy to understand. The questions were
relevant to their work experience and did not cause
confusion. This confirms that the questionnaire is
suitable for conducting the final study on a larger
sample.

14. Implications of Pilot Study Findings

The pilot study helped identify key engagement areas
that require attention, such as leadership involvement
and work-life balance. It also provided insights into
refining the questionnaire and research approach. The
findings serve as a strong foundation for the main study
and support the relevance of the research topic.

Age-wise Distribution of Respondents

B 18-25
R26-35
2 36-45

Above 85

Factors Influencing Employee Engagement

Reward & Recogation. [

0 0 0 0 4 N o0 W & 9N

7. Findings

Employee engagement practices in the organised sector
are mainly driven by the need to improve employee
motivation, performance, and retention.

Effective communication, leadership support, and career
growth opportunities are the key factors influencing
employee engagement.

Training and development programmes positively
impact employee skills, motivation, and job
performance.

Reward and recognition practices are generally
effective, though employees feel further improvements
are needed.

Work-life balance initiatives are present but require
better flexibility and organisational support.

Lack of management support, high employee turnover,
and limited resources are major challenges in
implementing engagement practices.

The pilot study confirms the clarity, relevance, and
suitability of the research instrument for the final survey.

8.  Suggestions

Organisations  should strengthen communication
channels to ensure transparency and better
understanding between employees and management.
Management should provide strong leadership support
and actively participate in employee engagement
initiatives.

Regular training and development programmes should
be conducted to improve employee skills and career
growth opportunities.

© 2026, IJSREM | www.ijsrem.com

DOI: 10.55041/IJSREM.IBFE010 | Page 68


http://www.ijsrem.com/

A-_"I \z;“
b R
@5“ International Journal of Scientific Research in Engineering and Management (IJSREM)

Conference - Volume 10 IBFE -2026

SJIF Rating: 8.586 ISSN: 2582-3930

By ¢
Organisations should enhance reward and recognition
systems to fairly appreciate employee efforts and
performance.

Better work—life balance initiatives, such as flexible
working hours and employee wellness programmes,
should be introduced.

Employee feedback should be regularly collected and
used to improve engagement practices.

Management should allocate sufficient resources and
planning to effectively implement and sustain
employee engagement strategies.

9. Limitations of the Study

The study is limited to organised sector organisations in
Amravati City, and therefore the findings may not be
applicable to other cities, regions, or sectors.
The pilot study is based on a small sample size, which
limits the ability to generalise the results to a larger
population.

Data was collected using a structured questionnaire, and
the accuracy of the findings depends on the honesty,
awareness, and understanding of the respondents.
The study is subject to time constraints, which restricted
a more detailed and in-depth analysis of employee
engagement practices.

Only selected employee engagement factors such as
communication, training, leadership support, reward and
recognition, and work-life balance were considered;
other important factors may not have been excluded.
The study relies mainly on self-reported data, which may
involve personal bias or subjective opinions.

Changes in organisational policies or employee attitudes
over time were not considered, as the study was
conducted during a specific time period.

10. Conclusion and Recommendations
Conclusion

The pilot study highlights the importance of employee
engagement in improving employee motivation, job
satisfaction, and organisational performance in the
organised sector. The findings indicate that engagement
practices such as effective communication, supportive
leadership, training and development, and reward and
recognition play a significant role in enhancing
employee commitment. The study also reveals that
young and early-career employees form a major part of
the workforce and place high importance on engagement
initiatives. However, challenges such as lack of
management support, limited resources, and work—life

balance issues continue to affect the successful
implementation of engagement practices. The pilot
study further confirms that the questionnaire used for
data collection is clear, reliable, and suitable for
conducting the final survey in the organised sector of
Amravati City.
Recommendations

e  Organisations  should  strengthen  internal
communication systems to ensure transparency and
clarity between management and employees.

e  Management should provide consistent leadership
support and actively participate in employee
engagement initiatives.

e Regular training and development programmes
should be conducted to improve employee skills and
career growth opportunities.

e Reward and recognition systems should be
reviewed and improved to ensure fairness and timely
appreciation of employee performance.

e  Organisations should introduce better work-life
balance policies, such as flexible working hours and
wellness programmes.

e Employee feedback should be collected
periodically to identify gaps and improve engagement
practices.

e  Adequate planning and allocation of resources are
necessary to sustain employee engagement initiatives
effectively.
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