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ABSTRACT 

This study examines the impact of employee 

engagement on organisational performance within 

the IT sector with a view to understanding how 

different aspects of engagement, including job 

satisfaction, leadership support, recognition, and 

communication, translate into increased 

productivity, innovation, and employee retention. 

Within an industry as dynamic and demanding as 

information technology, where performance and 

talent are of prime importance, employee 

engagement has emerged as a strategic imperative. 

A quantitative design of research was followed for 

this study. Data collection was done by conducting 

a structured questionnaire, which assessed 

employee engagement on more than one variable 

and its perceived organizational performance. The 

research was conducted among 100 working 

employees from different IT firms in Coimbatore 

District by convenience sampling because of the 

ease of accessibility as well as time limitations. 

Regression analyses were used to test the 

association between employee engagement and 

organisational performance. There is a clear 

positive association between employee engagement 

and organisational performance. That is, employees 

who experienced greater levels of engagement also 

reported enhanced team performance, job 

effectiveness, and client satisfaction. Leadership 

communication, career growth opportunities, and 

recognition emerged as the most salient drivers of 

engagement. Increased productivity and employee 

retention are significant impact of employee 

engagement practices in IT sector. The current 

study brings into focus the central role of employee 

engagement to drive organisational results in the IT 

sector and recommends that IT firms invest in 

people-focused strategies to nurture an engaged and 

committed workforce. 

Key Words: Engagement, Leadership, 

Satisfaction, Productivity, Workforce. 

 

I. INTRODUCTION 
In today's business world, especially in the 

fast-changing information technology (IT) sector, 

the human resource aspect has emerged as a major 

driver of organisational success. With technological 

changes running at breakneck speed and 

competition heating up, IT businesses face the 

perpetual pressure to think ahead, provide quality 

solutions, and respond quickly to market needs. 

Although technology and infrastructure are still 

fundamental, it is the staff—analysts, developers, 

designers, project managers, and support 

personnel—themselves who constitute the 

backbone of this dynamic sector. Employee 

engagement has come into prominent view in this 

situation as a prominent driver of overall 

organisational performance. Employee engagement 

is a measure of the emotional connection and the 

degree of enthusiasm that an employee feels for 

his/her job and organisation. Committed employees 

do not work only for the pay; they are interested in 

the organisation's mission and want to help drive its 

success. They work at more productive, innovative, 

and committed levels, which are crucial ingredients 

in a service-intensive business environment like 

that of the IT sector. On the other hand, disengaged 

employees can have a negative effect on team 

spirit, quality of service, and customer satisfaction, 

resulting in decreased competitiveness and 

heightened operational risk. The IT industry is 

distinguished by its organizational structure, which 

tends to be project-driven with short deadlines, 

cross-functional teams, and constant technological 

turmoil. These features impose physical and 

psychological demands on employees, making 

them more difficult to engage while being all the 
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more important. Problems of job stress, burnout, 

absence of recognition, ineffective leadership 

communication, and inadequate career 

opportunities can gruesomely extinguish workers' 

morale. Thus, encouraging a culture of engagement 

calls for a strategic intent on domains like 

leadership effectiveness, recognition and reward, 

work-life balance, significance of work, and 

learning. Empirical evidence has invariably 

revealed that those organisations, which have 

greater employee engagement, perform better than 

others in every aspect of productivity, customer 

satisfaction, retention rate, and financial 

performance. In the field of IT, talent retention and 

innovation are of key importance, and such 

advantages become all the more relevant. 

Organisations that focus on employee engagement 

are more likely to recruit and retain the best people, 

facilitate innovation, and maintain long-term 

performance.  

 

Need of the study  

Organisational performance in the highly 

competitive and rapidly changing IT sector is not 

just a function of technology and infrastructure but 

also the dedication and commitment of its 

employees. Coimbatore, which has become a major 

IT hub in South India, is home to an increasing 

number of small, medium, and large IT companies. 

Yet, many of these organisations grapple with staff 

retention problems, low morale, and uneven 

productivity rates. These challenges mostly arise 

from inadequate emphasis on employee 

engagement initiatives. It is important for 

companies in Coimbatore to know the impact that 

employee engagement has on organisational 

performance in order to remain competitive and 

viable. This research seeks to bridge the gap by 

measuring engagement levels, determining the 

most influencing factors, and offering guidance that 

can enable organisations to improve performance 

through improved employee participation, 

motivation, and satisfaction.  

 

Objective of the study  

This study seeks to examine the influence 

of employee engagement on organisational 

performance in the IT sector, with emphasis on 

determining key drivers of engagement and the role 

they play in influencing productivity, employee 

commitment, innovation, and customer satisfaction. 

Through this examination, the study hopes to 

provide practical recommendations for IT 

companies seeking to boost workforce commitment 

and business results through strategic people 

practices.  

 

Problem of the study  

Even though it is one of the top IT 

destinations in Tamil Nadu, most IT organizations 

in Coimbatore still grapple with issues of employee 

disengagement, including low productivity, high 

attrition, and low innovation. Though the 

companies spend heavily on technology and 

infrastructure, there is simply too little attention 

devoted to employee-centric initiatives that foster 

engagement, satisfaction, and performance. The 

lack of systematic practices of engagement can 

create a gap between employee efforts and 

organisational objectives. In addition, there has not 

been extensive research specifically within the 

framework of Coimbatore's IT industry to 

empirically study the effect of employee 

engagement on organisational performance. This 

gap sets the stage for a specific study to 

comprehend and resolve issues of engagement in 

order to enhance business performance in the area. 

 

II. MATERIALS AND METHODS 
Recent empirical research underscores a 

strong positive link between employee engagement 

and organisational performance in the IT sector. 

Shaikh Faridullah and Srivastava's (2024) 

systematic review of Indian IT firms highlights that 

organizational culture, coworker trust, and 

supervisory trust are key antecedents shaping 

engagement, which in turn drives performance, 

innovation, and retention (Faridullah& Srivastava, 

2024). Further, qualitative secondary analysis by 

IJRAR (2022) confirms that in India’s burgeoning 

IT industry, higher engagement levels—fueled by 

recognition, communication, and support—

correlate strongly with increased individual effort 

and overall organisational success (IJRAR, 2022). 

The SHRM Advisor (2024) reports that while 

Indian IT organisations display above-average 

engagement rates (~32%), sector-specific 

challenges like burnout and hybrid work dynamics 

necessitate proactive HR strategies to enhance 

engagement and productivity (SHRM Advisor, 

2024).  

Meanwhile, a 2025 Australian study 

emphasized that seamless digital workplace 

technologies significantly bolster employee 

satisfaction and capability, reducing digital friction 

and fostering an environment conducive to both 

engagement and performance (Banfield, 2025). 

Additionally, Gallup data indicates global 

employee engagement declined to 21% in 2024, 
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with manager engagement dropping sharply, 

resulting in an estimated US$438 billion 

productivity loss—highlighting the urgent need for 

managerial training and structured feedback 

systems, particularly in high-stress environments 

such as IT (Gallup, via Business Insider, 2025). 

These contemporary findings collectively argue 

that a multi-dimensional approach—encompassing 

organisational trust, effective communication, 

managerial support, wellbeing initiatives, and 

technology enablement—is essential for nurturing 

engagement and enhancing organisational 

outcomes in the IT industry. 

Methodology refers to the systematic 

approach and procedures employed to address and 

resolve research problems effectively. It outlines 

the specific steps and rationale that guide the 

researcher throughout the study, ensuring the 

research is conducted in a structured and logical 

manner. This study utilizes a combination of both 

primary and secondary data sources to gain a 

comprehensive understanding of the effect of 

employee engagement on organisational 

performance in the IT industry. Primary data was 

collected through a field survey, which involved 

directly engaging with respondents to gather 

firsthand information. A total of 100 participants 

from the Coimbatore district were selected for the 

study. The sampling method used was non-

probability convenience sampling, where 

respondents were chosen based on their availability 

and willingness to participate, making it a practical 

choice given time and resource constraints.  

Data collection was carried out using 

structured questionnaires designed to capture 

relevant information about employee engagement 

and organisational performance. To analyze the 

relationship between the variables, the study 

employed multiple regression analysis. This 

statistical technique allowed the researcher to 

examine the impact of one or more independent 

variables (employee engagement factors) on the 

dependent variable (organisational performance), 

providing insights into the strength and significance 

of these relationships. 

 

III. RESULTS AND DISCUSSIONS 
Table 1 

Model Summary 

Model R 
R 

Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

1 .492
a
 .242 .157 15.714 

 

The model summary reveals a moderate 

positive relationship between employee 

engagement factors and organisational 

performance, as indicated by an R value of 0.492. 

The R Square value of 0.242 suggests that 

approximately 24.2% of the variation in 

organisational performance can be explained by the 

independent variables used in the model. However, 

the Adjusted R Square drops to 0.157, indicating 

that after accounting for the number of predictors, 

only 15.7% of the variance is effectively explained, 

implying that some variables may have limited 

predictive power. The standard error of the estimate 

is 15.714, reflecting the average distance between 

the observed and predicted values, and indicating a 

moderate level of prediction error. Overall, while 

the model is statistically significant, it highlights 

the potential for improvement by refining the 

predictor variables or incorporating additional 

relevant factors. 

 

Chart 1 

 
Table 2 
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ANOVA
a
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 7009.382 10 700.938 2.839 .004
b
 

Residual 21977.618 89 246.940   

Total 28987.000 99    

a. Dependent Variable: Effect of employee engagement 

 

The ANOVA (Analysis of Variance) table 

tests the overall significance of the regression 

model. The F-statistic value of 2.839 with a 

significance level (p-value) of 0.004 indicates that 

the model is statistically significant at the 5% level. 

This means that the combination of independent 

variables (employee engagement factors) has a 

meaningful effect on the dependent variable, which 

is organisational performance. In other words, the 

regression model as a whole explains a significant 

portion of the variance in organisational 

performance, and the likelihood that this result is 

due to chance is very low (less than 0.5%). 

Therefore, we can conclude that the model provides 

a good fit for the data, and employee engagement 

collectively influences organisational performance 

in the IT sector. 

 

Table 3 

Co-efficient 

Variables 
B Std. Error Beta 

t Sig. 

(Constant) 105.550 12.536  8.420 .000 

Meets performance targets -2.041 1.769 -.112 -1.154 .251 

Engagement boosts success 1.243 1.522 .077 .816 .416 

Strong teamwork and 

collaboration 
-10.325 3.319 -.300 -3.111 .003 

Retains top employees 2.588 1.005 .252 2.574 .012 

Encourages innovation .148 1.713 .008 .087 .931 

Improved productivity -6.675 2.017 -.316 -3.309 .001 

Focus on customer 

satisfaction 
-2.190 1.525 -.144 -1.436 .155 

Aligned with strategic goals 1.627 1.426 .112 1.140 .257 

Inspiring leadership -.324 1.299 -.024 -.249 .804 

Continuous growth and 

improvement 
-.545 1.315 -.040 -.415 .679 

 

The coefficients table provides insight into 

the individual contribution of each employee 

engagement factor to organisational performance. 

Among the ten predictors, three variables show 

statistically significant relationships at the 5% 

level. "Strong teamwork and collaboration" has a 

significant negative effect on performance (B = -

10.325, p = 0.003), which may suggest that 

excessive collaboration or misaligned team efforts 

could be counterproductive in the studied context. 

"Retains top employees" shows a significant 

positive impact (B = 2.588, p = 0.012), indicating 

that retention of high performers contributes 

positively to organisational success. Similarly, 

"Improved productivity" has a significant negative 

effect (B = -6.675, p = 0.001), which could reflect 
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overworking or burnout issues despite productivity 

gains. Other factors like engagement boosting 

success, innovation, leadership, and strategic 

alignment did not show statistically significant 

effects, as their p-values exceed 0.05, suggesting 

that their individual impact on performance is 

limited within this model. Overall, the results 

highlight that not all engagement factors contribute 

equally, and some may even have unintended 

negative consequences on organisational 

performance. 

 

IV. SUGGESTIONS AND CONCLUSION 
The research uncovers that employee 

engagement is statistically significant to have a 

collective influence on organisational performance 

within IT industry of Coimbatore, though all 

factors of engagement don't play equally. Core 

fields like employee retention reveal evident 

positive impact, whereas aspects such as team 

collaboration and productivity, astonishingly, 

reflect adverse effects, perhaps because of 

mismanagement or overload. Other factors such as 

innovation, leadership, and strategic alignment, 

while of theoretical significance, failed to manifest 

within this study, implying a lack of proper 

implementation. Overall, the results reveal 

employee engagement to be a multifaceted, multi-

dimensional variable that needs to be addressed 

with caution in order to effectively drive 

organisational performance. Strategies customized 

for retention, balanced workload, and team 

effectiveness can enable IT organizations to 

achieve improved performance through happy and 

motivated employees. Because retention has a 

direct, positive effect on performance, 

organizations need to have strong retention policies 

in place, including career development 

opportunities, reward schemes, and employee 

reward programs to hold on to best talents. IT 

companies need to revisit how teams are designed 

because "Strong teamwork and collaboration" had a 

negative effect. Fostering clear roles, 

accountability, and balanced teamwork may 

prevent inefficiencies or intra-organization conflict. 

The negative influence of "Improved productivity" 

indicates that increased output may be at the 

expense of employee welfare. Organizations can 

ensure sustainable productivity by advocating 

work-life balance, mental well-being assistance, 

and equitable workload allocation. Companies 

should invest in regular employee feedback 

mechanisms, like pulse surveys and performance 

reviews, to better understand engagement levels 

and adjust strategies in real-time.Although 

numerous engagement drivers were not statistically 

significant, perhaps this is because there is a 

disparity in implementation. HR functions would 

need to make sure that efforts such as innovation 

encouragement, leadership motivation, and goal 

congruence are not just initiated but continuously 

enacted and monitored as well. 
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