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INTRODUCTION



Page 1



INTRODUCTION OF THE COMPANY BAKSHI ENTERPRISE, a manufacturing firm which give rise to new inventions as “Necessity is the mother of Inventions”



Incorporated just over a decade ago, Bakshi Enterprise has emerged as a force to reckon with in Marking & Trace ability Solutions from India. The company meteoric growth and expansion can be attributed to a highly qualified and dedicated team of professionals as well as innovative coding solutions that are reliable and cost effective. Our flagship brand marKode is today the preferred choice of many multinationals and Indian corporations. We have recently ventured into the conveying vertical under the brand name marKcon. Drawing on our state-of-the-art manufacturing facilities and close relationship with suppliers and principals, we are able to offer highly competitive services to our clients in area of design, development and manufacturing.
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INTRODUCTION OF THE TOPIC “Employee Engagement Survey in Bakshi Enterprises, New Delhi.” Employee Engagement is a barometer measuring the association of the person in the organization. There was always being people who never give their best efforts no matter how HR and line managers try to engage them. It‟s the new practice done in bakshi enterprise from this year itself. “But for the most part employees want to commit to companies because doing so satisfies powerful and a basic need in connect with and contribute to something significant”  Physical, cognitive and emotional involvement in a role  Related construct to engagement in OB is Notion of Flow. Flow is a „holistic sensation‟ that, people feel when they act with total involvement. Flow is the state in which there is little distinction between the self and environment.  Employee Engagement which is more on cognitive side whereas engagement is built on emotions at work place and how one is treated in the organization  Level of commitment and involvement an employee has towards their organization and its values. An engaged employee is aware of business context. Works with team to improve performance within the job for the benefit of the organization  The organization must nurture engagement, which requires a two-way relationship and thus different from Organizational Citizenship.
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NEED OF THE STUDY DETERMINATION OF JOB SATISFACTION AS FOLLOWS



�General working conditions �Union-Management Relations �General Quality of supervisors �Type of work �Co-workers �Ease to communicating to work �Advancement opportunities �Security �Supervision �Company prestige �Working hours �Recognition �Autonomy �Fair evaluation of work done �Job status



Effect of Employee Engagement Employee Engagement has a variety of effects. These effects may be seen in the context of an individual‟s physical and mental health, productivity, absenteeism, and turnover.



Physical and Mental Health: The degree of Employee Engagement affects an individual‟s physical and mental health. Since Employee Engagement is a type of mental feeling, its favourableness or unfavourablesness affects the individual psychologically which ultimately affects his physical health. For example,
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Lawler has pointed out that drug abuse, alcoholism and mental and physical health result from psychologically harmful jobs. Further, since a job is an important part of life, Employee Engagement.Influences general life satisfaction. The result is that there is spillover effect which occurs in both directions between job and life satisfaction.



Productivity: There are two views about the relationship between Employee Engagement and productivity: 1. A happy worker is a productive worker,



2. A happy worker is not necessarily a productive worker.



The first view establishes a direct cause-effect relationship between Employee Engagement and productivity; when Employee Engagement increases, productivity increases; when satisfaction decreases, productivity decreases. The basic logic behind this is that a happy worker will put more efforts for job performance. However, this may not be true in all cases. For example, a worker having low expectations from his jobs may feel satisfied but he may not put his efforts more vigorously because of his low expectations from the job. Therefore, this view does not explain fully the complex relationship between Employee Engagement and productivity.



The another view: That is a satisfied worker is not necessarily a productive worker explains the relationship between Employee Engagement and productivity. Various research studies also support this view. This relationship may be explained in terms of the operation of two factors: effect of job performance on satisfaction and organizational expectations from individuals for job performance.



1. Job performance leads to job satisfaction and not the other way round. The basic factor for this phenomenon is the rewards (a source of satisfaction) attached with performance.



There are two types of rewards-intrinsic and extrinsic. The intrinsic reward stems from the job itself which may be in the form of growth potential, challenging job, etc. The satisfaction on
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such a type of reward may help to increase productivity. The extrinsic reward is subject to control by management such as salary, bonus, etc. Any increase in these factors does not hep to increase productivity though these factors increase Employee Engagement.



2. A happy worker does not necessarily contribute to higher productivity because he has to operate under certain technological constraints and, therefore, he cannot go beyond certain output. Further, this constraint affects the management‟s expectations from the individual in the form of lower output. Thus, the work situation is pegged to minimally acceptable level of performance. However, it does not mean that the Employee Engagement has no impact o productivity. A satisfied worker may not necessarily lead to increased productivity but a dis-satisfied worker leads to lower productivity.



Absenteeism: Absenteeism refers to the frequency of absence of job holder from the workplace either unexcused absence due to some avoidable reasons or long absence due to some unavoidable reasons. It is the former type of absence which is a matter of concern. This absence is due to lack of satisfaction from the job which produces a „lack of will to work‟ and alienate a worker form work as for as possible. Thus, job satisfaction is related to absenteeism.



Employee turnover: Turnover of employees is the rate at which employees leave the organization within a given period of time. When an individual feels dissatisfaction in the organization, he tries to overcome this through the various ways of defense mechanism. If he is not able to do so, he opts to leave the organization. Thus, in general case, employee turnover is related to Employee Engagement. However, Employee Engagement is not the only cause of employee turnover, the other cause being better opportunity elsewhere. For example, in the present context, the rate of turnover of computer software professionals is very high in India. However, these professionals leave their organizations not simply because they are not satisfied but because of the opportunities offered from other sources particularly from foreign companies located abroad.
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SCOPE OF THE STUDY The manufacturing firm Bakshi Enterprise is accelerating towards growth into the private sector.



This sole proprietorship firm of small scale has stretched its arm all over India and even have trade relations with the foreign countries and going to increase its turnover and capital investment.



Bakshi Enterprise not only moving ahead in terms of its variety and quality products to its customer but also maintaining a relation with its customer and looking after the engagement of its employees in the organization.



The future and growth of the firm is very bright and gradually it will expand and innovate and create a “Niche” in the corporate world in the field of marking, coding, traceability, conveying and packaging and would reach to the zenith of success in future.
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PROBLEM FORMULATION



 Fast Growing production demands, to be met within the existing framework of equipment and personnel.  Make shift HR set up.  Formation of union.  Employees not actively supporting union.  Increase in attrition rate.



However certain problems are faced by Bakshi Enterprise; like problems related to production conditions and existing framework, union related and value addition, new emerging trends in the company and also increased disposable income of employees, results in uncertainty in demand, The project will help to find out the reasons which affect the employees engagement adversely. On the basis of the study company will take remedial step to sort out the problem.
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LITERATURE REVIEW



Employee Engagement represents the constellations of person‟s attitude towards or about the job. In general, job satisfaction is the attitude towards the job as a whole. Employee Engagement a function of satisfaction with different aspects of job, i.e. supervision, pay, works itself, coworkers, promotion, etc., and of the particular weighting or importance one attaches to these respective components. is a relatively recent phenomenon. It can perhaps be said to have begun in earnest with the famous Hawthorne studies conducted by Elton Mayo at the western Electronic Company in 1920s during the course of investigations.



However they become convinced that factors of a social nature were affecting satisfaction with the job and productivity. Since the Hawthorne studies there has been an enormous output of work on the nature, causes and correlates of Employee Engagement. The traditional model of is that it consists of the total body of feelings that an individual has about his job. This total body of feelings involves, in effect, weighting up the sum total of influences of the job, the nature of job itself, the pay, the promotion. The promotion prospects, the nature of supervision and so on. Where the sum total of influences gives rise to feelings of satisfactions the individual is fully satisfies. Where in total they give rise to feelings of job dissatisfaction the individual is job dissatisfied. Improving any one of these influences will lead in the direction of Employee Engagement, making less satisfactory any one of the influences will lead in the direction of the job dissatisfaction. However, what makes a job satisfying does not depends only on the nature of the job, but on the job expectations that individuals have of what their job should provide. Expectancy theory points to the importance of the individual‟s expectations of his job in determining Employee Engagement. . For individuals who have expectations that their job should give them opportunities for pay, challenge, a failure of the job to meet this expectation will lead to dissatisfaction compared to a situation where no such expectation is involved. What expect expectation of individuals will have of a job may vary. For a large number of reasons, some deriving from social others from individual causes. Page 9



These proposing an expectancy theory usually regarded over all Job checking as a function of satisfaction with various elements of the job. Another theory that has dominated the study of the nature of Employee Engagement is Herzberg‟s famous “Two factory Theory‟s of Employee Engagement In this he claims that the factors which cause Employee Engagement are separate and distinct from the factors which job dissatisfaction. The factors causing Employee Engagement, which level factors such as their relating to satisfaction with the job itself. The factors which cause job dissatisfaction called hygiene factors are more concerned with conditions of work such as pay and supervision. At no time does Herzberg argue a job satisfactory, except may be for a short run.



Philip apple while has listed five major components of as, 1. Attitude towards work group. 2. General workings conditions. 3. Attitude towards company. 4. Monetary benefits and 5. Attitude towards supervision Other components that should be added to these five are the individual‟s state of mind about the work itself and about life in general. The individual‟s health, age, level of aspiration, social status and political and social activities can all contribute to Employee Engagement. A person attitude toward the job may be positive or negative. Employee Engagement is not synonymous with organizational morale, which is the possession of felling of being accepted by and belonging to a group of employees through adherence to common goals and confidence in desirability of these goals. Morale is the byproduct of a group, while Employee Engagement is more of an individual stage of mind.



However the two concepts are interrelated in that Employee Engagement can contribute to morale and morale can contribute to Employee Engagement. For many years managers generally have believed that a satisfied worker is necessarily a good worker.
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In other works if management could keep all the employees “HAPPY”, good performance would automatically follow. Charles Greene has suggested that many managers subscribe to this be life because it represent “the path of least residence”. Greene‟s thesis is that if a performance problem exists, increasing an employee‟s happiness is for more pleasant than discussing with the worker his or her failure to meet standards. Although happiness eventually results from satisfaction, this feeling goes much deeper and is far less tenuous than happiness. Recent research evidence generally rejects the more popular view that satisfaction causes performance. The evidence does, however, provide moderate support for the view that job effort causes satisfaction. The evidence also strongly indicates that rewards constitute a more direct cause of satisfaction that performance does and that rewards based on current effort causes subsequent performance. Research also indicates that a high level of Employee Engagement does have a positive impact is reducing turnover, absenteeism, tardiness accidents, grievances and strikes. In addition, recruitment efforts by current employees generally are more successful if these employees are well satisfied. Satisfied employees are preferred simply because they affect the work environment positively. Thus even through a well satisfied employee is not necessarily an outstanding performer; there are numerous reasons for taking steps to encourage employee satisfaction.



A high level of satisfaction leads to organizational commitment while a low level or dissatisfaction results in behaviors detrimental to the organization. It must be remembered that satisfaction and motivation are not synonymous. Motivation is a drive to perform, whereas satisfaction reflects situation. The factors that determine whether an individual is adequately satisfied with the job differ from those that determine whether he or she is motivated. The level of satisfaction is largely determined by the comforts offered by the environment and situation. Motivation on the other hand, is largely determined by the value of rewards and their contingency on performance. Motivation results is added effort that is turn leads to increased performance if the individual has the ability and result of high satisfaction is increased commitment to the organized which may or may not result is better performance. The increased commitment normally will lessen the number of personnel related problems, Such as strikes, excessive absenteeism, tardiness and turnover.
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CHAPTER-2



ORGANIZATION INFORMATION
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COMPANY OVERVIEW



Incorporated just over a decade age, Bakshi Enterprise has emerged as a force to reckon with in Marketing, Coding & Traceability Solution from India. The company‟s meteoric growth and expansion can be attributed to a highly qualified and dedicated team of professionals as well as innovative coding solution that are reliable and cost effective. Our flagship brand marKode is today the preferred choice of many large Multinational and Indian corporation. We have recently ventured into the conveying vertical under the brand name of marKcon. Drawing on our state-of-the-art manufacturing facilities and close relationship with supplier and principals, we are able to offer highly competitive services to our client in areas of design, development and manufacturing.
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COMPANY HEIRARCHY
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MISSION AND QUALITY POLICY OF THE COMPANY



MISSION: • To become single source for applying variable information, traceability and product differentiation needs. • To become fast to market turnkey supplies for conveying and automation. • To become best industrial marketing house with respect to printing and packaging.



QUALITY POLICY: • Quality policy of M/S Bakshi Enterprise is to manufacture and marketing products, which comply and satisfy the customer requirement. • We committed, the customer receives the products as per agreed quality, within the agreed time and in the agreed quantity.
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COMPANY’S PRODUCT



PRODUCT RANGE                



Loading Unloading Conveyors Slat Conveyors Inclined Conveyors Z Conveyors Belt Conveyors Bend Conveyors Packaging Conveyors Inspection Conveyors Idler Roller Conveyors Powerised Roler Conveyors Modular Conveyors Cleated Conveyors Turntables Accumulators Chutes Tippers



SERVICES    



Automation Turnkey Project Maintenance Support



Companies have some important benefits like in some special product they are as written below.       



Reduce Operation Cost Value for Money High Performance Easy to install & Operate Fast to Market Rugged construction Minimum Servicing



Page 16



Some specific product ranges are:  



Synergistic Conveyor System comprising of Bend and Bent conveyors with Turntable and Automation to maintain jar distance. Optimum material flow with Inclined Belt Conyers and Belt Conveyers. Integrated Conveyor System having Belt and Packaging conveyors and Trippers.
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COMPANY’S VALUES 



Human Resources: Our Engineering Department comprises of highly experienced engineering who are in charge of different technical disciplines and ensure product quality of international standard.







Quality focus: Strict quality control systems are in place to ensure 100% testing of all our product before being dispatched to customer.







Process Orientation: Our automated processes allow efficiency and help us to give our product before being dispatched to customers.







Technology Edge: Our manufacturing facility boast of the latest equipment such as computerized milling machine, argan welding machine, cutter etc.







Coding Consulting: Right from identification, selection procurement to installation, training, maintenance, and repairs, resulting in high level of customer satisfaction.







Contact Coding: We undertake On Site and Off Site Contract Coding jobs by employing our own personnel and equipment. Our services include printing variable/ fixed information, logos and barcode.







Turkey Project: We undertake total turnkey jobs for designing, manufacturing, installation and commissioning of the conveying system including automation.







Post Sales Support: A team of dedicated technocrats provides training, maintenance and repairs support, round the clock.
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SWOT ANALYSIS



The Road Ahead  Entry to Tier 2 and Tier 3 cities – The main target customer for Bakshi Enterprise is the new urban areas and at different zones in which they can promote their product. With the customer demographics constantly changing and tectonic social and cultural shifts being observed in Tier 2 and Tier 3 cities due to globalization, the company is now expanding to Tier 2 cities.
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CHAPTER-3



DESCRIPTIVE WORK OF SUBTOPICS OF THE STUDY
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DESCRIPTIVE WORK OF SUBTOPICS OF THE STUDY The project was undertaken to assess the employee engagement in Bakshi Enterprise. To find various factors which would lead to the satisfaction of employees with their job and with their company and job profile and to find out how much out of them want to continue in the company in near future so to find out the retention ratio of the employees in Bakshi Enterprise.



The subtopics description divided into 4 parts which are as follows: 1. Gallup Research 2. Categories of Employee Engagement. 3. Aspects of Employee Engagement 4. Factors leading to employee Engagement



GALL UP RESEARCH



The Gallup study is based on positive Psychology and emotions.



Having a best friend at work or receiving recognition every week makes one feel cared for and proud respectively. If one wants to keep recreating those positive emotions, then one should keep coming back to work.



Borden-and Build theory is about evolutionary significance of positive emotions which are better observed over the long haul. Their effects accumulate and compound overtime and the adaptive benefits are evident from later, when people face new challenges. The Gallup research has contributed an additional „P‟ to the 4P‟s of marketing i.e. product, price, and promotion place and now people to the mix.
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The Gallup defines a great workplace as one where employees were satisfied with their jobs which help produce positive business outcomes.



CATEGORIES OF EMPLOYEE ENGAGEMENT



According to the Gallup there are different types of people-



Engaged: 



They want to meet and exceed desired expectations.







Keen to know about the company and their place in it.







Perform at consistently high levels using their strengths at work every day.







Work with passion, drive innovation and move their organization forward.



Not Engaged: 



Concentrate on tasks rather than the goals and outcomes.







Tend to feel their contributions are being overlooked, and their potential is not being tapped.







They often feel this way because they don‟t have productive relationship with their managers or with their co-workers.



Actively Disengaged: 



Cave dwellers. Consistently against Virtually Everything.







They‟re not just unhappy at work; they‟re busy acting out their unhappiness.







Sow seeds of negativity at every opportunity. Every day, actively disengaged workers undetermined what their engaged co-worker accomplish.







As worker increasingly rely on each other to generate product and services, the problems and tensions that are fostered by actively disengaged workers can cause great damage to an organization‟s functioning. Page 22



ASPECTS OF EMPLOYEE ENGAGEMENT  Employees and their own psychological makeup and experience.  Employers and their ability to create conditions that promote engagement.  Interaction between employees at all level.  Thus it is organizations responsibility to create environment and culture that is conducive to this partnership and win-win equation.



FACTORS LEADING TO EMPLOYEE ENGAGEMENT



 Career Development Opportunities to develop their skills and realize their potential.  Leadership  Clarity in core values of company  Respectful treatment of employees  Empowerment, involvement in decision-making  Image-Perception about quality of the company‟s product and willingness to endorse.  Equal opportunities and fair treatment.  Pay and benefits  Health and safety  Job-satisfaction whether job matches career goals which makes work enjoyable.  Open Communication  Friendliness culture and cooperation.  The strong driver is the feeling of being valued.
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CHAPTER – 4



RESEARCH METHODOLOGY
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OBJECTIVE OF THE STUDY



The following are the objectives of the present study: To determine the level of engagement of the respondents regarding their job. To study and understand the job satisfaction among the employees. To study the various factors which influencing job satisfaction and satisfaction from the company. To study the relationship between the personal factors of the employee (Income, Designation, Educational qualification, Gender, etc…) To offer suggestions to the corporate to acknowledge and enhance their employee‟s engagement level.
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RESEARCH “Research is a systematized effort to gain new knowledge.” -Redman & Mory



“Research is a careful investigation or inquiry especially through search for new facts in any branch of knowledge”. Advanced Learner‟s Dictionary of Current English “Research is the manipulation of things, concepts or symbols for the purpose of generalization to extend. Correct or verify knowledge, whether that knowledge aids in construction of theory or in the practice of an art.” -D.slesinge & M,Stephenson
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OBJECTIVES OF RESERCH



The objectives of research are to find the following:  Employee Engagement of an employee in a particular department of Bakshi Enterprises.  To find out their level of satisfaction keeping in view with his job and the company.  To find out that what would be the Retention ratio of employees.



Exploratory research is a type of research conducted because a problem has not been clearly defined. Exploratory research helps determine the best research design, data collection method and selection of subjects. Given its fundamental nature, exploratory research often concludes that a perceived problem does not actually exist. It seeks to find out how people get along in the setting under question, what meanings they give to their actions, and what issues concern them. The goal is to learn 'what is going on here?'
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TYPES/METHODS OF RESEARCH USED DESCRIPTIVE, EXPLORATORY AND CAUSAL ESEARCH



Exploratory research is a type of research conducted because a problem has not been clearly defined. Exploratory research helps determine the best research design, data collection method and selection of subjects. Given its fundamental nature, exploratory research often concludes that a perceived problem does not actually exist. It seeks to find out how people get along in the setting under question, what meanings they give to their actions, and what issues concern them. The goal is to learn 'what is going on here?' On the other hand descriptive research is aimed to find the complete description about an existing problem or phenomenon. Here, during my project, the main focus was to find what the effect of employee‟s engagement is and how the company is facing the new emerging trends in the manufacturing industry, and the Employee‟s are actually thinking about the Bakshi Enterprise (company policy).What are the attributes and reasons other companies are having policy by means of which they are defeating Bakshi Enterprise company policy? Causal research is to associate the cause and effect relationship of two reasons. In my project I am proving relationship the relationship between age, gender, education, marital status, experience, monthly salary and job satisfaction, by using chi-square test.
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Descriptive research includes survey and fact-finding enquiries of different kinds.



The major purpose of descriptive research is description of the state of affairs as it exists at present. The research (exploratory secondary and primary) aims to find out:  What is the present level of employee engagement among Bakshi enterprise employees based on their perceptions about the company, management and workplace factors?



 Identify drivers of engagement based on exploratory research also.  Through Primary Research establish whether the identified drivers of engagement are relevant in context of Bakshi enterprise? Do they differ with level/length of service at which Bakshi enterprise employees are in?



 What specific strategy can be suggested for different levels for an enhanced level of engagement?



 What is co-relation between projected tenure (and hence attrition) and engagement drivers? The answer to these questions would get from this study.
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Sampling methods Process of selecting a sample from a population is called sampling. In sampling, a representative sample or portion of members of a population or process is selected and then analyze. Based on sample result called statistics, Statistical interferences are made about the population characteristic. For example, a political analyst selects specific or random set of people for interview to estimate the proportion of the votes that each candidate may get from the population of the voters. METHODS OF DATA COLLECTION:



SAMPLE SIZE: 50



Survey



Statistical surveys are used to collect quantitative information about items in a population. Survey focuses on opinions or factual information depending on its purpose.



Questionnaires



Questionnaires are a particular means of collecting data, but are difficult to design and often require many rewrites before an acceptable questionnaire is produced.



Interviews



Interviewing is a technique that is primarily used to gain an understanding of the underlying reasons of an employee to be engaged in an organization. Interviews are undertaken on a personal one-to-one basis or in a group. They can be conducted at work, at their leisure time in an organization; by informal talks the employee satisfaction with their work and with the company can be acknowledged.
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METHODOLOGY The survey is based on interviewing some of the employees from each department of Bakshi enterprises.



The data is collected from selected number of employees.



Employee having knowledge, time and willingness to identify and selected at random for questioning.



To capture the attitude, experiences of employees for their work and company.



The choice of face-to-face interview is to get high response rate and reduce the response bias.



Both Qualitative and Quantitative data analysis is done in order to get deeper insights into the engagement level of employees in the Bakshi Enterprise.



 Research ethics  Secondary data sources



 Qualitative methods  Quantitative methods



 Research methodology textbooks  Internet as medium for research.
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Collection of primary data There are several methods through which we can collect primary data. Some of these are: Observation methods: In observational studies, the investigator doesn‟t ask question to seek clarification on certain issue instead he records the behavior, as it occurs, of an event in which he is interested. Sometimes mechanical devices are also used to record the desired data. Interviewing: Interview can be conducted either face to face or over telephone. Such interviews provide an opportunity to establish a rapport with the interviewer and help extract valuable information. Questionnaire: It is formalized set of question for extracting information from the target respondent. The form of the question should correspond to the form of required information. The three general form of question are dichotomous (yes/no type), multiple choice and open ended. Here, in this project, I have used structured questionnaire to collect the responses from the project managers, contractors and architects. The questionnaire has been planned very carefully and I have tried my best to include every necessary question which are relevant for the purpose of this study. The questionnaire has three types of questions – dichotomous, multiple choice and open ended question. Collection of secondary data: Secondary data means data that are already available i.e. they refer to the data which have already been collected and analyzed by someone else. When the researcher utilizes secondary data, then he has to look into various sources from where he can obtain them. In this scale he is certainly not confronted with the problems that are usually associated with the collection of original data. Secondary data may either be published or unpublished. Usually published data are available in various publications of the central, state, and local bodies. In technical and trade
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journals, books magazines, newspaper, reports and publication of various associations connected with business and industry, banks, stock exchanges etc. Most of the secondary data I have used in this project have been collected from various websites through net. Some of the basic information was provided by the Company (Bakshi Enterprise). Sample Size The target sample size is 50 and the research was conducted in almost Delhi and NCR Region. This is totally a judgment sampling .The Site selection was totally depending upon us. Project period: From 25th May 2009 to 7th July 2009
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CHAPTER 5



Data Analysis & Interpretation
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ANALYSIS AND INTERPRETATION



This chapter is allocated for analysis and interpretation of data. Preparing percentage Analysis, two-way table and chi-squire test does the analysis of employee engagement, which is directly extracted from the questionnaire. The variations in the extent of the consumer Satisfaction can be measured with the variables such as job secured, promotional Opportunity, relationship with management, and engagement factors of the respondents.



Calculation of Engagement Scores



The Respondents were asked to state their level of Engagement relating to twenty factors. Based on their responses the Engagement score obtained by each respondent was found out. Points or scores were allocated based on the response. For each of the factor three levels of engagement were assigned namely high, medium and low. For high engagement three points were given, for Medium two and for low engagement one point was given.



The total scores secured by each respondent were thus arrived at. All the hundred respondents were classified based on their level of engagement those who have obtained up to 13 points were classified under low engagement category, Respondents with 14 – 20 points were classified under medium engagement category and those with more than 21 points were classified under high engagement category.
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TABLE NO: 01



NUMBER OF RESPONDENTS AND LEVEL OF ENGAGEMENT



LEVEL OF ENGAGEMENT



NO. OF RESPONDENTS



High Engagement



22



Medium Engagement



18



Low Engagement



10



TOTAL



50



TWO-WAY ANALYSIS: The score secured by the respondents who falls between the score as up to 14 indicates less engagement of the respondents, from 15 – 21 are got average Engagement and 22 – 49 respondents are highly engaged.
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SIMPLE PERCENTAGE TABLE – 1



AGE Age is an important factor that has an influence of job satisfaction. Hence according to age levels the respondents are classified into three factors.



TABLE NO.: 02



AGE GROUP AND NUMBER OF RESPONDENTS



AGE



NO. OF RESPONDENTS



PERCENTAGE (%)



21 TO 30



11



22



31 TO 40/ABOVE 30



23



46



ABOVE 40



16



32



TOTAL



50



100



INTERPRETATION: Majority of the respondents (22%) are in 21 to 30 years age group and 46% of the respondents are above 30 years age group and 32% of the respondents are above 40 years age group.
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SIMPLE PERCENTAGE TABLE – 2 GENDER There is as yet no consistent evidence as to whether women are more satisfied with their job than men, bolding such factors as job and occupational level constant. One might predict this to be the case.Considering the generally lower occupational aspiration of women.



TABLE NO.: 03



GENDER AND NUMBER OF RESPONDENTS



GENDER



NO. OF RESPONDENTS



PERCENTAGE (%)



MALE



41



82



FEMALE



9



18



TOTAL



50



100



INTERPRETATION: Majority of the respondents (82%) are male and 18% of the respondents are female.
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SIMPLE PERCENTAGE TABLE – 3



EDUCATION Education qualification of the respondents may affect the preception of job satisfaction. Highly educated may expect much better work life then others. According to educational qualification the respondents are classified into four categories as under.



TABLE NO.: 04



EDUCATION AND NUMBER OF RESPONDENTS



EDUCATIONAL



NO. OF RESPONDENTS



STATUS



PERCENTAGE (%)



GRADUATE



42



84



POST-GRADUATE



8



16



TOTAL



50



100



INTERPRETATION: Majority of the respondents (84%) are graduate and 16% of the respondents are post graduate.
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SIMPLE PERCENTAGE TABLE – 4



MARITAL STATUS The marital status may influence the job satisfaction as a personal factor. Because the married people has some unavoidable responsibility.



TABLE NO.: 05



MARITAL STATUS AND NUMBER OF RESPONDENTS



MARITAL



NO. OF RESPONDENTS



STATUS



PERCENTAGE (%)



MARRIED



19



38



UNMARRIED



31



62



TOTAL



50



100



INTERPRETATION: Majority of the respondents (62%) are unmarried and 38% of the respondents are Married.
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SIMPLE PERCENTAGE TABLE – 5 EXPERIENCE The experience of the employees in their job is another factor affecting the perception on job satisfaction. Highly experienced may expect better working environment and having less experienced engaged with the existing one. The respondents are classified into three categories according to their level of experience as under:



TABLE NO.: 06



EXPERIENCE AND NUMBER OF RESPONDENTS



EXPERIENCE



NO. OF RESPONDENTS



PERCENTAGE (%)



BELOW 5



23



46



5 TO 10



18



36



ABOVE 10



9



18



TOTAL



50



100



INTERPRETATION: Minority of the respondents (46%) are below 5 years and 36% of the respondents are 5 – 10 years and 18% of the respondents are above 10 years.
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SIMPLE PERCENTAGE TABLE – 6



MONTHLY SALARY Man work to earn every employee in the organization will expect a correct pay to be paid for the job done by him. The reasonable pay for each job which is performed in the organization. This scale of pay may help for the job satisfaction to a greater extent.



TABLE NO.:07



MONTHLY SALARY AND NUMBER OF RESPONDENTS



SALARY PER MONTH



NO. OF RESPONDENTS



PERCENTAGE (%)



3,000 TO 10,000



10



20



10,000 TO 20,000



18



36



20,000 TO 35,000



22



44



TOTAL



50



100



INTERPRETATION: Majority of the respondents (44%) are Rs.20,000-35,000 and 36% of the respondents are 10,000 – 20,000 and the remaining 20% of the respondents are 3,000 – 10,000.
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TWO WAY TABLE – 1



TABLE NO.: 08



Relationship between Age and Level Of Engagement



LEVEL AGE



OF



ENGAGEMENT



HIGHLY



MEDIUM



LOW



ENGAGED



ENGAGED



ENGAGED



TOTAL



YOUNG AGE



4



6



1



11



MIDDLE AGE



10



12



1



23



OLD AGE



8



6



2



16



TOTAL



22



24



4



50



INFERENCE: The above table reveals that the percentage of highly engaged is in the old age group (53%) and 50% of highly engaged in the middle age group and followed by middle age group. And in medium engaged 57% of highest percentage in middle age group and followed by young age group & old age group with 52% of engagement. The highest percentage of 50% in low engagement is in old age group.
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TWO WAY TABLE -2 TABLE NO.:09



Relationship between Gender and Level of Engagement



LEVEL GENDER



OF



ENGAGEMENT



HIGHLY



MEDIUM



LOW



ENGAGED



ENGAGED



ENGAGED



TOTAL



MALE



22



17



4



43



FEMALE



3



3



1



7



TOTAL



25



20



5



50



INFERENCE: From the above table the percentage of highly engaged is in male group followed by the female group. The percentage of medium engaged is highest in male group.
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TWO WAY TABLE -3



TABLE NO.: 10



Relationship Between Educational Status And Level Of Engagement



LEVEL EDUCATION



OF



ENGAGEMENT



HIGHLY



MEDIUM



LOW



ENGAGED



ENGAGED



ENGAGED



TOTAL



GRADUATE



20



18



4



42



P. GRADUATE



2



5



1



8



TOTAL



22



23



5



50



INFERENCE: From the above table the percentage of highly engaged is the graduate group. The percentage of medium engaged is highest among the respondents of graduate group.
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TWO WAY TABLE -4 TABLE NO.: 11



Relationship Between Marital Status And Level Of Engagement



LEVEL



OF



ENGAGEMENT



MARITAL



HIGHLY



MEDIUM



LOW



STATUS



ENGAGED



ENGAGED



ENGAGED



TOTAL



MARRIED



12



5



2



19



UNMARRIED



11



18



2



31



TOTAL



23



23



4



50



INFERENCE: The above table reveals that the percentage of highly engaged is in unmarried group followed by married group. And in medium engagement highest percentage is in married group and followed by unmarried group.
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TWO WAY TABLE -5



TABLE NO.: 12



Relationship between Experience and Level of Engagement



LEVEL EXPERIENCE



OF



ENGAGEMENT



HIGHLY



MEDIUM



LOW



ENGAGED



ENGAGED



ENGAGED



TOTAL



BELOW 5



9



12



2



23



5 TO 10



11



6



1



18



ABOVE 10



5



3



1



9



TOTAL



25



21



4



50



INFERENCE: The above table reveals that the respondents from below 5 years group have derived highest Engagement. The percentage of medium engagement is high in the category of less than 5 years group.
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TWO WAY TABLE -6 TABLE NO.:13



Relationship between Monthly Salary and Level of Engagement



LEVEL



OF



ENGAGEMENT



MONTHLY



HIGHLY



MEDIUM



LOW



SALARY



ENGAGED



ENGAGED



ENGAGED



TOTAL



3,000 TO 10,000



5



4



1



10



10,000 TO 20,000



9



8



1



18



20,000 TO 25,000



12



8



2



22



TOTAL



26



20



4



50



INFERENCE: From the above table the percentage of highly engaged respondents is more in the group above Rs.20,000. It was followed by the groups Rs.20,000 – Rs.25,000. In medium engagement the highest percentage is in Rs.10,000 – Rs.20,000 group.
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CHI-SQUARE TEST:



Chi-square test is applied to test the goodness of fit, to verify the distribution of observed data with assumed theoretical distribution. Therefore it is a measure to study the divergence of actual and expected frequencies; Karl Pearson‟s has developed a method to test the difference between the theoretical (hypothesis) & the observed value. Chi – square test (X2) = (O – E) 2 / E Degrees Of Freedom = V = (R – 1) (C -1) it define as degrees of freedom is the number of values in the final calculation of a statistic that are free to vary. Were, „O‟ = Observed Frequency- An observed frequency is a frequency obtained from number of respondent in various respondent table. „E‟ = Expected Frequency- An expected frequency is a theoretical predicted frequency obtained from an experiment presumed to be true until statistical evidence in the form of a hypothesis test indicates otherwise. An observed frequency, on the other hand, is the actual frequency that is obtained from the experiment. The events being predicted must be mutually exclusive. „R‟ = Number of Rows in table. „C‟ = Number of Columns in table.



For all the chi-square test the table value has taken @ 5% level of significance.
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CHI – SQUARE TEST IS CONDUCTED TO EXTENT THE RELATIONSHIP BETWEEN: THE AGE AND LEVEL OF ENGAGEMENT



Hypothesis: Ho: There is no significant relationship between age and level of engagement.



TABLE NO: 14



O



E



O-E



(O-E)2



(O-E)2/E



4



4.84



-0.84



0.7056



0.145



10



10.12



-0.12



0.0144



1.422



8



7.04



0.96



0.9216



0.131



6



5.28



0.72



0.5184



0.098



12



11.04



0.96



0.9216



0.083



6



7.68



-1.68



2.8224



0.367



1



0.88



0.12



0.0144



0.016



1



1.84



0.84



0.7056



0.383



2



1.28



0.72



0.5184



0.405



TOTAL



5.05



Degree of freedom - 4 Table value



- 9.48



Calculated value



- 5.05
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INFERENCE: Since the calculated value is less than the table value. So the Null hypothesis is accepted. Hence, there is no significant relationship between age and level of engagement.



CHI – SQUARE TEST IS CONDUCTED TO EXTENT THE RELATIONSHIP BETWEEN: THE GENDER AND LEVEL OF ENGAGEMENT



Hypothesis: Ho: There is no significant relationship between gender and level of engagement.



TABLE NO.: 15



O



E



O-E



(O-E)2



(O-E)2/E



22



21.50



0.5



0.25



0.0116



3



3.50



-0.5



0.25



0.0714



17



17.20



-0.2



0.04



2.3255



3



2.80



0.2



0.04



0.0142



4



4.30



-0.3



0.09



0.0209



1



0.70



0.3



0.09



0.1285



TOTAL



2.5721



Degree of freedom - 2 Calculated value



- 2.57



Table value



- 5.99
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INFERENCE: Since the calculated value is less than the table value. So the Null hypothesis is accepted. Hence, there is no significant relationship between gender and level of engagement. CHI – SQUARE TEST IS CONDUCTED TO EXTENT THE RELATIONSHIP BETWEEN: THE EDUCATIONAL QUALIFICATION AND LEVEL OF ENGAGEMENT



Hypothesis: HO: There is no significant relationship between educational qualification and level of Engagement.



TABLE NO.: 16



O



E



O-E



(O-E)2



(O-E)2/E



20



18.48



1.52



2.3104



0.1250



2



3.52



-1.52



2.3104



0.6563



18



19.32



-1.32



1.7424



0.0901



5



3.68



1.32



1.7424



0.4734



4



4.20



-0.2



0.04



9.5238



1



0.80



0.2



0.04



0.05



TOTAL



10.9186



Degree of freedom - 2 Calculated value



- 10.91



Table value



- 5.99 Page 52



INFERENCE: Since the calculated value is more than the table value. The Null hypothesis is rejected. Hence, there is significant relationship between educational qualification and level of engagement.
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CHI – SQUARE TEST IS CONDUCTED TO EXTENT THE RELATIONSHIP BETWEEN:



THE MARITAL STATUS AND LEVEL OF ENGAGEMENT



Hypothesis: HO: There is no significant relationship between marital status and level of engagement.



TABLE NO.: 17



O



E



O-E



(O-E)2



(O-E)2/E



12



8.74



3.26



10.6276



1.2159



11



14.26



-3.26



10.6276



0.7452



5



8.74



-3.74



13.9876



1.6004



18



14.26



3.74



13.9876



0.9808



2



1.52



0.48



0.2304



0.1515



2



2.48



-0.48



0.2304



0.0929



TOTAL



4.7867



Degree of freedom - 2 Calculated value



- 4.78



Table value



- 5.99



INFERENCE: Since the calculated value is less than the table value. So the Null hypothesis is not accepted. Hence, there is significant relationship between marital status and level of engagement.
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CHI – SQUARE TEST IS CONDUCTED TO EXTENT THE RELATIONSHIP BETWEEN: THE EXPERIENCE AND LEVEL OF ENGEGEMENT



Hypothesis: HO: There is no significant relationship between experience and level of engagement.



TABLE NO.:18



O



E



O-E



(O-E)2



(O-E)2/E



9



11.50



-2.5



6.25



0.5434



11



9.00



2



4



0.4444



5



4.50



0.5



0.25



0.0555



12



9.66



2.34



5.4756



0.5668



6



7.56



-1.56



2.4336



0.3219



3



3.78



-0.78



0.6084



0.1609



2



1.84



0.16



0.0256



0.0139



1



1.44



-0.44



0.1936



0.1344



1



0.72



0.28



0.0784



0.1088



TOTAL



2.35



Degree of freedom - 4 Calculated value



- 2.35



Table value



- 9.48



INFERENCE: Since the calculated value is less than the table value. So the Null hypothesis is accepted. Hence, there is no significant relationship between experience and level of engagement.
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CHI – SQUARE TEST IS CONDUCTED TO EXTENT THE RELATIONSHIP BETWEEN: THE MONTHLY INCOME AND LEVEL OF ENGAGEMENT



Hypothesis: HO: There is no significant relationship between monthly income and level of engagement.



TABLE NO.: 19



O



E



O-E



(O-E)2



(O-E)2/E



5



5.20



-0.2



0.04



7.6923



9



9.36



-0.36



0.1296



0.0167



12



1.14



10.86



117.9396



103.4557



4



4.00



0



0



0



8



7.20



0.8



0.64



0.0888



8



8.80



-0.8



0.64



0.0727



1



0.80



0.2



0.04



0.05



1



1.44



-0.44



0.1936



0.1344



2



1.76



0.24



0.0576



0.0327



TOTAL



111.5433



Degree of freedom - 4 Calculated value



- 111.54



Table value



- 9.48



INFERENCE: Since the calculated value is more than the table value. So the Null hypothesis is rejected. Hence, there is significant relationship between monthly income and level of engagement.
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FINDINGS, SUGGESTIONS AND CONCLUSION



Age: �The percentage table reveals that the majority of the respondents are belongs to the group 21 years to 30 years of age. �The two-way table shows that the high engagement is derived by the old age group. �Chi-squire test indicates that there is no significant relationship between the age and level of engagement.



Gender: �From the percentage table the majority of the respondents are from the male group. �The two-way table says that the high level of engagement is obtained by the male group. �Chi-squire test reveals that there is no relationship between the gender and the level Of engagement.



Educational qualification: � From the percentage table the majority of the respondents are in graduate level educated group. � The two-way table showing the high level of engagement is derived by the graduate level group respondents. � The chi-squire test indicates that there is significant relationship between the educational qualification and the level of engagement.
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Marital status: �The percentage table shows that the majority of the respondents are unmarried. �The two-way table showing the high engagement is derived by the unmarried group. � The chi-squire test indicates that there is no significant relationship between then marital status and the level of engagement.



Experience: �From the percentage table majority of the respondents were in below 5 years of experience. �The two way table reveals that the high level of engagement is derived by the below 5 years of experience. � Chi-squire test shows that there is no relationship between the experience and the level of engagement.



Monthly income: �The percentage table indicates that the majority of the respondents are in Rs20, 000 to Rs.25, 000 salary group. � The two-way table tells us the high engagement is derived by the respondents who are in above Rs.20, 000 groups. �Chi-squire test reveals that there is significant relationship between the monthly Income and the level of engagement
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LIMITATIONS OF THE STUDY  The research was conducted within a limited duration. So a detailed and comprehensive study could not be made.  The sample was confined to 50 respondents. So this study cannot be regarded as “full– proof” one.  Some respondents hesitated to give the actual situation; they feared that management would take any action against them.  There was a fear of reprisal among the employees to reveal their personal feelings and the result may not reflect the actual engagement.  The research was conducted within pickup and delivery staffs only. So it is not reflecting the other official employee‟s engagement.  The findings and conclusions are based on knowledge and experience of the respondents sometime may subject to bias.
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CHAPTER 6



Conclusions, Suggestions and Limitations
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CONCLUSION The global survey of employee engagement. "Just 21% of the close to 90,000 respondents worldwide is engaged in their work, meaning they‟re willing to go the extra mile to help their companies succeed." The rest are at various levels of disengagement. "What‟s perhaps more troubling, 38% are partly to fully disengage. The result is an 'engagement gap' between the discretionary effort companies need and people actually want to invest, and companies‟ effectiveness in channeling this effort to enhance performance.



The study also found that companies with the highest levels of employee engagement achieve better financial results and are more successful in retaining their most valued employees than companies with lower levels of engagement."



Startling results like this beg the question: what can organizations do to improve employee engagement and discretionary effort? It is critical that companies pursue full engagement as anything less than full engagement represents enormous waste. If your greatest business expense is benefits, salaries, and wages, wouldn't you want to maximize your investment and be sure you were receiving maximum effort? It is always startling that the efficiency, Six Sigma, and LEAN experts seem to miss this one.



The greatest waste in your company occurs anytime a staff member gives anything less than maximum effort. So what can be done? Many things, but the most successful efforts tend to focus on the following: 1. Create a hiring model that ensures the selection of those who will produce maximum effort. 2. Build a cohesive, clear, and effective senior leadership team that will set the tone in the organization. The Towers Perrin study shows we have a long way to go in this area. 3. Recognize the positive, even simple, ordinary greatness that is in your company. Everyday there are heroes who are solving customer problems and representing you well -- find these heroes and thank them.
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4. Hold leaders accountable to hiring, spotting, developing, and retaining those who bring their passion with them to work every day. Until people see that this matters to the boss, change is unlikely to come. Research is part of all the other six functions of human resource management. With the number of organizations participating in some form of international business, the need for HRM research will only continue to grow. Therefore, it is important for human resource professionals to be up to date on the latest trends in staffing, performance appraisals, compensation and benefits, training and development, employee and labor relations, and safety and health issues, disciplinary issues, determination of employee engagement and act as facilitator in the corporate of the global market global market.
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RECOMMENDATIONS To bring in high level of association among the crew, it is recommended.  Educate the crew about the rich history, culture, and products of the company.



 Conduct welfare activities/training for the spouse too aimed at enriching their family life by personal development. This enhances emotional attachment.



 Always support the employees during difficult times, both financially and emotionally.



 Build emotional connect by involving families through functions like family day, picnic with families and say granting scholarships to wards of employees. Managers to know their man!!!



 Create a culture of transformational leadership impart leadership training as 7 habits to all managers. Percolate KBLM down to line managers.



 Team leader to encourage involvement of his team in decision-making. The employees feel able to voice their ideas and managers listen to these views and value employees contributions, make a significant contribution towards how employee perceive their managers.



 Implement suggestion scheme, SGA along with the reward framework. Page 63



 All managers to create Win-Win and synergies through ideation sessions.



 Workshop on people management as holding critical conversations as well as coaching. This is to enhance the performance management by clear goal setting ongoing coaching and mentoring.



 Promote and map out career pathways and development opportunities. Make this a part of an attraction and retention strategy.



 KPI for the managers-development of his Direct Reports. The opportunities and support employees have from their managers to develop their jobs is key to a positive perception of managers among the individuals.



 Create a transformational leadership culture, where individuals become well connected to the organization‟s purpose and overall mission through Open Forums.



 Remain competitive with salary. Do industry benchmarking and compensation survey.



 Job rotation and multi skilling to avoid boredom.



 Show concern with employee‟s health and well-being. Make them feel valued. Page 64
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