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The Influence Of Organizational Characteristics On Employee Engagement: A 
Case Study of Sales Personnel Of Indian Telecom Industry  

   * Mr. Manoj Gour  Chintaluri  & **Prof. M. Jyosthna 

1. Introduction  
Organizations have been expanding in an exponential manner. In this scenario all the 
organizations focuses on one thing that is increase the market share in order to be the market 
leader. One of the biggest nightmare being faced by the managers in organization is retaining of 
the talented employees and engaging them. For increasing the organizations effectiveness and 
enhancing productivity we need to have engaged employees. Hence, no organization can develop 
by ignoring employee engagement. Employee engagement is a widely used term in the current 
business scenario and there are very less studies have been done in academics when compared to 
practioners and consulting firms Robinson et al (2004). 
 

Employee engagement is one of the main driving force and a biggest advantage for organization 
and there is a great certainty that employee engagement is connected with business performance 
Harter et al, (2002). As there are so many definitions and advantages given for employee 
engagement it is seen that there is disengagement is being developed among the employees 
Richman (2006) and so this study intends to check employee engagement with different 
variables and the contribution of the variables to employee engagement. This study focuses on 
employee engagement in Telecom Industry in India. 

1.2 Employee engagement overview 

Globally employee engagement had develop drastically and had earned the attention of HR 
professionals. In the modern business environment, the mangers demand for higher productivity 
by increasing efficiency when compared with previous year. With this higher pressure the 
organization are making a full and pure effort to increase their employees. Performance to 
increase the organizations among the competitions. Once it was easy to implement because there 
were employees who are satisfied with their organization and had work experience and stayed in 
the company for a longer period of time and contributed to the organization and thereby there 
was an increase in productivity. But the situation have been changed because satisfied employees 
are not enough to meet the demands and lead to high performance in the increasing business 
environment and competition. 
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1.2 Employee engagement overview 

Globally employee engagement had develop drastically and had earned the attention of HR 
professionals. In the modern business environment, the mangers demand for higher productivity 
by increasing efficiency when compared with previous year. With this higher pressure the 
organization are making a full and pure effort to increase their employees. Performance to 
increase the organizations among the competitions. Once it was easy to implement because there 
were employees who are satisfied with their organization and had work experience and stayed in 
the company for a longer period of time and contributed to the organization and thereby there 
was an increase in productivity. But the situation have been changed because satisfied employees 
are not enough to meet the demands and lead to high performance in the increasing business 
environment and competition. 

In the increasing global competition, the organizations wants their employees to show initiative, 
to be responsible and to be with excitement and enthusiasm for their development. For achieving 
this employees had to go beyond satisfaction and commitment and work with full potential and 
capabilities and dedicate to their work which in other word is known as “Engagement”. 

The organizations have realized that in today’s global environment, human resource management 
is the mainly concentrated term by which attracting, retaining and keeping them committed and 
mostly ‘engaging’ to reach the organizational goals. An engaged employee acts an ambassador 
for the company and they do not shift from one organization to the other organization and they 
are able to produce better performance and increase productivity. This can be achieved only 
when the employees think their organization as their own and respects the work given to them 
and contributes to performance and with all these they should have a personal growth along with 
the organization. 

People think employee engagement had come into existence with the growth of industries like 
information technology but which is not true; it is a very old concept where the old leaders have 
built a commitment psychologically and led their men on their way to greatness. 

2. Review of Literature  

Employees are an advantage for an organization. Using the organization's scholarly capital has 
turned into a wellspring that is important of hand. (Artur, 1994; Becker and Huslid, 2001; 
Buckingham and Vosburgh; 2001) a way that is good can efficiently explore these issues and 
revenue by their funds that is scholarly is encourage Employee Engagement. Associated with 
representatives are invigorated and energetic regarding the work that is ongoing are doing. With 
passion comes fervor, effectiveness and eagerness. (Kroth and Boverie, 2003) it is all that much 
a company's self-pastime that will construct riches as quick as displeased one can demolish 
it(Catlette and Hadden, 2001). (Wildermuth and Pauken 2008) centres around the facets being 
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major impact the worker engagement particularly ecological and leadership factors along with 
that, the scientists tried to change engagement equation by including task and person. They 
reached in closing that caused by leadership plus the ecological facets in worker engagement and 
mention that in a climateal friendly social scenario help to keep respectful relationship among 
employees and inspire the employees to trace typically the most popular and stirring vision that 
is future. Musgrove et.al 2014, used a survey method by collecting the reaction of 502 solution 
workers owned by service that is a couple of. The analysis identifies the motivators of worker 
engagement and also the solution that is beneficial in company. The choosing shows that the 
revenue improvement and price containment methods differentially influence the worker 
engagement and so the ongoing service climate inside the business.  

Alboronoz  2011 extended the study by adopting situation that is method that is yin’s and 
gathered supportive proof from international corporations utilizing semi- organized interviews 
and findings. The researcher merged the duty of Khan and Maslow for just about any framework 
that is conceptual. To express the text between your engagement efforts and experience, post 
information analysis and collection that is content utilized as methodology. Relationship 
accessory and development to co-employees, office climate and opportunities for learning are the 
three aspects developed in the post analysis. The analysis also discovered supportive proof for 
any significance of maintaining good relationship at your workplace as the development of a 
simple yet effective organizational tradition for better climate that is working.  

David Guest 2014 done their research by utilizing previous reviews and suggested the 
significance of work and engagement that is organizational its important elements. The 
researcher tries to evaluate the core elements and illustrates distinction between your work as 
well as the organizational engagement as worker engagement is a core component within the 
administration activity. The researcher designed an investigation agenda for any work climate as 
well as for organizational engagement it generates usage of a thorough critique and an agenda to 
take care of the problems raised for any achievement of the goals. The findings revealed that, 
there exists a significant difference between work engagement with its ideas to improve the 
worker satisfaction and engagements that can be organizational its success requirements. The 
findings additionally figured, in to the engagement strategy it shows much more resilient base for 
work strategy rather than the other.  

Gupta and Kumar 2015 completed the extensive research in neuro-scientific worker engagement 
the part that is mediating of in Indian B-schools. A survey have been completed among 320 
participants have been employed in various B- schools in Asia. A Multiple regression model 
finished up working for canvassing the right part that is mediating of in to the relationship of 
justice and Employee Engagement. The end result establishes a correlation that is significant the 
distributive justice, procedural justice (PJ), straight justice (VJ) and Employee Engagement.  
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Korzynski 2015 carried out a scholarly research to examine the role of internet within the worker 
engagement. The researcher gathered data from fortune 500 businesses in America and built-up 
194 legitimate questionnaires for the research. The individuals were group leaders, managers and 
directors. The researched utilized LinkedIn for collecting data and networking that is 
professional is online were used to choose arbitrarily, users with leadership functions. While 
investing more time into the networking that is interior by the leaders which can be positively 
impacted by the workers and resulted in high worker engagement.  

 

Gupta and Kumar 2012 contributed research one of the specialists which are Indian mention that 
is unique of performance justice and worker engagement. The analysis has two components 
which is targeted on the partnership between justice perceptions because of the one dimensional 
and a three conceptualization that is dimensional of. A zero- order correlation and hierarchical 
regression analysis had been employed by the researcher to arrive at a conclusion that is 
empirical. As the research ended up being a cross- sectional, the researcher found particular 
restrictions into the work, although the researcher discovered that, there is certainly a 
relationship that is significant is good the 2 major paradigms such as for instance performance 
assessment justice dimensions and Employee Engagements.  

Osman M. Karatepe, (2013) reported that completely model that is mediated appropriate in 
comparison to partially mediated model for information. So Work engagement acts as a mediator 
that is complete portrays perceptions of organizational politics as well as its affect organizational 
commitment, additional role performance and change over intension. Due to this extensive 
research test from 231 worker that is full-time, dyads was in fact collected in Iran. 

 The relationships were assessed LISERAL that is using through equation model. Daria Sarti 
2014 studied in regards to the leadership worker and style engagement questionnaire that is 
using. The researcher specifically focuses on two forms of leadership design such as participative 
and leadership that is instrumental. The research mainly performed in human being solution 
business in Italy. The analysis was done by utilizing descriptive data and regression analysis and 
arrived that there exists three attributes of work engagement with all the leadership design.  

Ghosh, Rai and Sinha 2014 carry research away on Employee Engagement and its particular 
window of opportunity for inter- relationship among three dimension of justice such as for 
example procedural, interactional and justice that is distributive public places sector finance 
institutions in Asia.  

 

Kassa and Raju 2015 using entrepreneurship that is company instrument (CEAI) and Utrecht 
Perform Engagement Scale (UWES) the researcher attempted to establish a relationship between 
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your corporate entrepreneurship and worker engagement. A questionnaire that is organized 
regarding the CEAI produced by Hornsby et.al (2002) ended up being employed for gathering 
the information that is main assessing the corporation entrepreneurial climate as well as worker 
engagement was assessed by UWES developed by schaufeli et.al in 2002. The researcher chosen 
332 participants who had been employed in leather Footwear business in Ethiopia.  

Ida Ayu Putu Widani Sugianingrat (2018) conducted study on the employee engagement 
and OCB as mediating on employee performancethe purpose of this paper is to examine the 
effect of ethical leadership on employee performance, with the employee engagement and 
organizational citizenship behaviours (OCB) as mediating variables. Jane D. Parent (2018) 
conducted study on Employee engagement, positive organizational culture and individual 
adaptability.The purpose of this paper is to explore the connections between employee 
engagement, positive organizational psychology and an individual’s ability to adapt to 
ongoing organizational change. 

 
Alka Rai, (2018) conducted study on Differential relationship of challenge and hindrance 
demands with employee engagement: The moderating effect of job resources. The purpose 
of this paper is to examine how job resources may moderate the relationship of two types of 
job demands (i.e. challenge and hindrance demands) with employee engagement. It is 
hypothesized that job resources can buffer the association of job hindrances with employee 
engagement while job resources may escalate engagement in the condition of challenge 
demands.  

Sugumar Mariappanadar (2017) conducted study on The impact of dissonance in schema 
based leadership perceptions on employee engagement: Evidence from Australia The 
purpose of this paper is to explore the possible consequences of the intra-individual level-
based perceptions of participative, supportive and instrumental leadership styles and the 
dissonance factors of leadership styles perceptions on employee engagement using the 
information-processing and connectionist perspectives of leadership perceptions. 

Balkrushna Potdar (2018) conducted study on yours ethically: The role of corporate social 
responsibility and employee engagement in shoplifting prevention corporate social 
responsibility (CSR) is increasingly considered a central tenant of marketing strategy and a 
source of competitive advantage within the retail sector. As such, it may affect a 
supermarket’s customer, employee, and other stakeholder attitudes and behaviours. This 
research explores how a supermarket’s involvement in CSR activities may influence 
employee engagement and how this may manifest itself in positive employee behaviours. 
Specifically, the purpose of this paper is to empirically examine the role of CSR and its 
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impact on employee engagement and consequently, employee propensity to exhibit 
intervention behaviours to prevent in-store retail crime. 

 
Ji “Miracle” Qi,(2017) conducted study on Work design and frontline employee engagement 
In response to calls for the identification of approaches that promote frontline employee 
(FLE) engagement, the purpose of this paper is to extend the current understanding of the 
influence of work design by testing competing mediating models that assess job resource 
and social exchange aspects of work design as either intermediate or antecedent mechanisms 
in reciprocal social exchanges between service provider firms and FLEs. Moderating effects 
of interactions between job resources and organizational support and customer focus on 
engagement are also assessed.Gary Cattermole (2018) conducted study on Creating an 
employee engagement strategy for millennials The purpose of this paper is to set out to 
discuss the best strategies to engage millennial employees in the workplaceSwati 
Dhir, (2018) conducted study on Role of organizational image in employee engagement and 
performance The purpose of this paper is to investigate the role of organizational image in 
engaging employees and improving their performance. The study has explored the role of 
employee’s perception about the organizational image, and its linkage with the investment 
of employee’s energies into their work roles resulting in employee engagement (EE) and 
hence performance. 

 
Theresa Obuobisa-Darko (2018) conducted study on Leader behaviour to achieve employee 
engagement in Ghana: a qualitative study the purpose of this paper is to identify the 
behaviour of leaders that enhances employee engagement (EE) in organisations. It locates 
the importance of EE and the role leader’s play within the public sector in a developing 
country and finds answer to the question on the behaviour of the leader that causes 
employees to be engaged. 

Md. Aftab Uddin (2017) conducted study on Why individual employee engagement matters 
for team performance? Mediating effects of employee commitment and organizational 
citizenship behaviour adopting a multi-level research approach, this study aims to 
investigate the impact of employee engagement on team performance. It further explores the 
mediating effects of employee commitment and organizational citizenship behaviour on the 
employee engagement–team performance relationship. 

Hussein Nabil Ismail (2018) conducted study on Employee engagement and job 
performance in Lebanon: the mediating role of creativity .The purpose of this paper is to 
explore the relationship between employee engagement and job performance in the country 
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of Lebanon, and to test whether creativity mediates the relationship between engagement 
and performance. 

Richa Chaudhary (2018) conducted study on CSR perceptions and employee creativity: 
examining serial mediation effects of meaningfulness and work engagement .This study 
aims to explore how corporate social responsibility (CSR) perceptions foster employee 
creativity. Specifically, an attempt is made to investigate the intervening role of 
meaningfulness and work engagement to explain the above linkage. 

Mohit Yadav (2018) conducted study on Transformational leadership and knowledge 
sharing behaviours in freelancers: A moderated mediation model with employee 
engagement and social support .The purpose of this study is to explore the relationship 
between transformational leadership and knowledge sharing behaviours in freelancers. Also, 
the study focuses upon mediation of the relationship by employee engagement and 
moderation by social support.  

Tiina Saari (2018) conducted study on Better leadership, higher work engagement? 
Comparative study on Finnish and Russian private sector employees. .This paper focuses on 
the relationship between leadership and work engagement (WE) in Finnish and Russian 
private sector organizations. The purpose of this paper is to analyze how Finland and Russia 
differ in the level of US; in the level of satisfaction with leadership and in specific 
components of leadership as most important antecedents for US. 

Moustafa Abdelmotaleb (2018) conducted study on exploring the impact of being perceived 
as a socially responsible organization on employee creativity the purpose of this paper is to 
provide insight into the emotional or affective mechanisms that underlie the relationship 
between employees’ perceptions of corporate social responsibility (CSR) and employee 
attitudes and behaviours. Drawing on affective events theory (AET), this study examines a 
sequential mediation model in which CSR perceptions influence positive affect (PA) at 
work which leads to employee engagement in the creative process that, in turn, affects 
employee creative behaviours. 

Marcus Mueller (2018) conducted study onShow me the money: towards an economic model 
for a cost-benefit analysis of employee engagement interventions .The purpose of the 
present research was to reconcile various theoretical directions in employee engagement 
with Self-determination Theory as a unifying framework and introduce an inter-disciplinary 
employee engagement economics model based on SDT. 
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3. Research Methodology  

Research Gap 

Employee engagement is always an advantage for the organization in today’s business 
environment which is competitively enough. But in India, the importance of employee 
engagement is different due to variety of reasons like diverse environment in each organization, 
leadership style followed by the managers, how committed and satisfied they are in the work 
they do and with the organization. Considering these, the present study intends to concentrate on 
the climate and leadership style in the organization and satisfaction level and commitment level 
of the employee in the organization. Invariably a lot of times we as individual customers have 
experienced bliss and as well worse moments on products and services from different 
organization. These experiences seep into our consideration set either for the next purchase or 
continuity/ discontinuity. It becomes imperative for progressive organizations to understand what 
is going on in its employee’s minds which can help alter its strategy 

My study pertains to the customer facing group in Telecom Industry. While as a practitioner in 
the industry I have performed the role in the customer facing group from a front ending to a 
leadership role. These experiences and grind have been the basis of the study of understanding 
the impact this group has on the organization and the gap of this study 

Objectives of the Study: 

The organizations are changing rapidly in today’s business scenario and due to the global 
competitiveness organizations are forced to grow and reach excellence. For doing so, Employee 
engagement acts as a main form of organization development. Reaching the organizational goal 
is not the only thing to be concentrated in today’s world, the organization effectiveness has to be 
achieved and that can be done only through engaged employees. 

Global employee engagement is trending upward and a large number of employees say positive 
things about their companies and their performance are improving at their best every day. 

Objectives: 

1. To analyze the relationship of demographic variables with the study constructs. 
2. To analyze the relationship between the study variables 
3. To analyze the significant role of each variable with respect to Employee    

           engagement. 
4. To analyze the efficiency of companies in engaging employees. 
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Need of the present study 

In the current global scenario organizations have been expanding in an exponential manner. 
According to TRAI, annual report of 2015 states that the attrition rate is 27% in Telecom sector. 
In this process top management have been focussing more on strategies & targets to expand and 
enhance their market share with minimal focus on the HR area. On the other hand HR has been 
into routine HR functions ignoring the factors like enhancing talent management and employee 
engagement. With this scenario, employees started moving from organizations for minimal gains 
since they were lacking engagement. Hence, it is felt that there is a need for the organisation to 
enhance employee engagement methods, in order to sustain steady growth and development 

Scope of the Study: 

The study intends to find employee engagement in the Telecom sector. India is one of the largest 
hub of IT and Telecom industry and employee engagement is being measured from these 
companies. The respondents of this study are the employees from select Telecom companies 
from India 

Statement of the problem: 

To accomplish the organizational goals these Telecom companies rely on knowledge workers. 
Engaging a knowledge worker is a challenging task. For business performance to be achieved 
attracting and engaging the talent is needed for the organization and will be challenging enough. 
The ultimate objective of the organization to make employee engagement happen in the 
organization. Employee maximizing their value to the organization to increase engagement. But 
the definition of what it takes to make engagement happen is not based solely on competitive 
rewards; it is determined by the employee and is a moving target. The real challenge is faced not 
in hiring but in engaging them. Organizational Climate, Leadership Style, Employee 
commitment, Job Satisfaction play a vital role in engaging employees. 

Research Question: 

The central research question of this study is to analyse how the organizational climate, 
leadership style, employee commitment and job satisfaction influence employee engagement? 

 What is the influence of organizational climate on employee engagement? 

 What is the influence of leadership style on employee engagement? 

 What is the influence of employee commitment on employee engagement? 

 What is the influence of job satisfaction on employee engagement? 

 Can a model be drawn to depict the relationship between the study variables? 
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Hypotheses Testing  
 

• H1: Organizational characteristics influences the achievement part of employee 
engagement. 

• H2: Organizational characteristics influences the creativity part of employee engagement. 
• H3: Organizational characteristics influences the ability utilization part of employee 

engagement. 
• H4: Organizational characteristics influences the OCB part of employee engagement. 
• H5: : Organizational characteristics influences the affective engagement part of employee 

engagement. 
• H6: Organizational characteristics influences the task performance part of employee 

engagement.  

4.Results and Discussion  

Collected data was analysed to test the above hypotheses and  the following are the 
abstract of analysis carried out :  

4.1 Ability And Organizational Characteristics 

• Interpretation: From table 1 it can be observed that, MSLP with a mean value of 
3.2488 was found to be the most important antecedent of employee engagement 
followed by REWREG with a mean value of 3.1360, WCOND with a mean value of 
3.0697 and JOBCH and AB with a mean value of 3.0464 and 2.3604 respectively.  

Table no: 1 Descriptive Statistics 

 Mean Std. 
Deviation 

N 

AB 2.3604 .90841 603 
JOBCH 3.0464 .50364 603 
REWRE
G 

3.1360 .48713 603 

WCOND 3.0697 .50754 603 
MSLP 3.2488 .57160 603 
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Table no 2: Correlations 

 AB JOBCH REWRE
G 

WCON
D 

MSLP 

Pearson 
Correlation 

AB 1.000 .464 .350 .392 .330 

JOBCH .464 1.000 .441 .514 .369 

REWRE
G 

.350 .441 1.000 .439 .332 

WCOND .392 .514 .439 1.000 .415 

MSLP .330 .369 .332 .415 1.000 

Sig. (1-tailed) 

AB . .000 .000 .000 .000 
JOBCH .000 . .000 .000 .000 
REWRE
G 

.000 .000 . .000 .000 

WCOND .000 .000 .000 . .000 
MSLP .000 .000 .000 .000 . 

N 

AB 603 603 603 603 603 

JOBCH 603 603 603 603 603 

REWRE
G 

603 603 603 603 603 

WCOND 603 603 603 603 603 

MSLP 603 603 603 603 603 

a. Dependent Variable: AB 
  

Table 2 indicates that the p-values for each factor are less than the α value (0.05) thus it 
can be interpreted that there is a positive relationship between the antecedents of 
employee engagement and organizational factors and there is a significant relationship 
between them. And coefficient correlation (r) was positive and the employee engagement 
and organizational factors are positively correlated.  

4.2 Regression Equation For The Achievement Part Of Employee Engagement And 
Organizational Factors: 

                  

   
Descriptive Statistics  

   Mean  Std. Deviation  N  
AC  3.0431 .62778 603 

JOBCH  3.0464 .50364 603 

REWREG  3.1360 .48713 603 

WCOND  3.0697 .50754 603 
 

Interpretation: From table 1 it can be observed that, MSLP with a mean value of 3.2488 was 
found to be the most important antecedent of employee engagement followed by REWREG with 
a mean value of 3.1360, WCOND with a mean value of 3.0697 and JOBCH and AC with a mean 
value of 3.0464 and 3.0431 respectively. 
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4.3. Regression For The OCB Part Of Employee Engagement And Organizational Factors: 

Descriptive Statistics  
   Mean  Std. Deviation  N  
OCB  4.5871 1.91349 603 
JOBCH  3.0464 .50364 603 
REWREG  3.1360 .48713 603 
WCOND  3.0697 .50754 603 
MSLP  3.2488 .57160 603 
 

Interpretation: From table 1 it can be observed that, OCB with a mean value of 4.5871 was found to be 
the most important antecedent of employee engagement followed by MSLP with a mean value of 3.2488, 
REWREG with a mean value of 3.1360 and WCOND and JOBCH with a mean value of 3.0697 and 
3.0464 respectively. 

4.4 Regression For The Affective Engagement Part Of Employee Engagement And 
Organizational Factors: 

Descriptive Statistics  
   Mean  Std. Deviation  N  
AEADV3  3.05 1.168 603 
JOBCH  3.0464 .50364 603 
REWREG  3.1360 .48713 603 
WCOND  3.0697 .50754 603 
MSLP  3.2488 .57160 603 
 

Interpretation: From table it can be observed that, MSLP with a mean value of 3.2488 was found 
to be the most important antecedent of employee engagement followed by REWREG with a 
mean value of 3.1360, WCOND with a mean value of 3.0697 and JOBCH and AEADV3 with a 
mean value of 3.0464 and 3.05respectivy. 

 

 

 

 

4.5 Regression For The Task Performance Part Of Employee Engagement And 
Organizational Factors: 
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Descriptive Statistics  
   Mean  Std. Deviation  N  
TP  3.2620 .76097 603 

JOBCH  3.0464 .50364 603 

REWREG  3.1360 .48713 603 

WCOND  3.0697 .50754 603 

MSLP  3.2488 .57160 603 
 

Interpretation: From table it can be observed that, TP with a mean value of 3.2620 was found to 
be the most important antecedent of employee engagement followed by MSLP with a mean 
value of 3.2488, REWREG with a mean value of 3.1360 and JOBCH and with a mean value of 
3.0464 and WCOND with mean value of 3.0697 respectively. 

5  Findings, Suggestions and Conclusion  

5.1 Findings  

• It is observed that mean for management support is high at 3.0697 when compared to 
working conditions , rewards and recognition and ability.  

• Correlation coefficient is greater than 1 when ability is taken as dependent variable with 
other factors like JOBCH, rewards and recognition and working conditions.  

• From the hypothesis statement 2, it is observed that MSLP is the most important factor 
with mean value of 3.2488 among the other factors.  

• From the hypothesis statement 3, it is observed that JOBCH is the least considered factor 
with mean value of 3.0464 among the all other factors.  

• From the hypothesis statement 4, its is observed that OCB is the most important factor in 
employee engagement with mean value of 4.5871 among the factors.  

• From the hypothesis statement 5, its is observed that MSLP is the most important factor 
in employee engagement with  mean value of 3.2488 among the all other factors.  

• Correlation coefficient is positive when achievement (AC) is dependent variable with 
other factors like JOBCH value of 0.434 , REWREG value of 0.362, WCOND value of 
0.382 and MSLP value of 0.322.  

• Correlation coefficient is positive when CR(creativity) is the dependent variable to other 
factors like JOBCH(0.323), REWREG(0.284), WCOND(0.532) and MSLP( 0.187).  
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• Correlation coefficient is positive when OCB is considered as the dependent variable to 
other factors like JOBCH value of 0.441, REWREG value of 0.344, WCOND value of 
0.363 and MSLP value of 0.316.  

• Correlation coefficient is positive when AEADV3 is considered as a dependent variable 
to other factors like JOBCH value is 0.253, REWREG value of 0.220, WCOND value of 
0.196 and MSLP value of 0.207.  

5.2 Suggestions  

• Correlation coefficient is positive when achievement (AC) is dependent variable with 
other factors like JOBCH value of 0.434 , REWREG value of 0.362, WCOND value of 
0.382 and MSLP value of 0.322.  

• Correlation coefficient is positive when CR(creativity) is the dependent variable to other 
factors like JOBCH(0.323), REWREG(0.284), WCOND(0.532) and MSLP( 0.187).  

• Correlation coefficient is positive when OCB is considered as the dependent variable to 
other factors like JOBCH value of 0.441, REWREG value of 0.344, WCOND value of 
0.363 and MSLP value of 0.316.  

• Correlation coefficient is positive when AEADV3 is considered as a dependent variable 
to other factors like JOBCH value is 0.253, REWREG value of 0.220, WCOND value of 
0.196 and MSLP value of 0.207.  

5.3 Conclusion  

• The relationship between employee engagement and the factors that influence 
engagement, as well as the relationship between engagement and its outcomes were 
tested using the co-relation coefficients. It is concluded that employee engagement and its 
influences show a significant relationship. Growth opportunities, company practices and 
rewards & recognition and all the remaining factors are positively correlated with 
employee engagement.  

• From the Co-relation statistics it can be concluded that a significant relationship exists 
between employee engagement and its outcomes. Job satisfaction, ability, achievement, 
creativity  are positively correlated with employee engagement. 

• Company practices emerged to be the most important antecedent of employee 
engagement in telecom sector followed by growth opportunities, rewards & recognition 
in telecom sector. Growth opportunities emerged to be the most important antecedent of 
employee engagement followed by company support. Leadership behaviour and 
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organizational support were comparatively found to be less important antecedent of 
employee engagement in all the three segments. 

• Performance emerged to be the most important outcome of employee engagement in 
telecom sector followed by creativity.  
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