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INTRODUCTION 

Employee engagement could be a workplace approach leading to the correct conditions for all members of 

associate organization to present of their best daily, committed to their organization‟s goals and values, motivated 

to contribute to organizational success, with associate increased sense of their own well-being. It‟s associate 

approach that will increase the possibilities of business success, causative to organizational and individual 

performance, productivity and well-being. It will be measured. It varies from poor to nice. It will be nurtured and 

dramatically increased; it will be lost and thrown away. Worker engagement is regarding positive attitudes and 

behaviors resulting in improved business outcomes, in an exceedingly means that they trigger and reinforce each 

other.  

 

It is not possible for a company to survive if its prime performers leave. It‟s crucial for the management to retain its 

valuable workers who assume in favor of the organization and add their uttermost. A company desires workers who 

are loyal and exerting with full dedication to realize the organization‟s objective. Worker retention isn't simply a 

matter that may be addressed records and reports. It strictly depends upon however the employers perceive the 

assorted issues of the staff and the way they assist they resolve their drawback, after they square measure in want. 

Each organization spends time and invests cash in grooming new workers and create them corporate-ready. The 

organization are going to be in complete loss, if such workers quit once they're absolutely trained. 

 

Objective of the Study: 

 To study the impact of employee engagement on employee retention. 

 To examine HR functions that triggers up employee engagement. 

 To study the belongingness of the employee towards the organization. 

AB ST R ACT  

Employee engagement relies on trust, integrity, commitment associated communication between an organization and its members. Engaged 

organizations have vigorous and trustworthy values and believes, with clear evidence of trust and fairness supported mutual respect, wherever 

two-way guarantees and commitments between employers and workers are understood and consummated. A company desires workers who are loyal 

and exerting with full dedication to realize the organization‟s objective. Each organization spends time and invests cash in grooming new workers 

and create them corporate-ready. The organization is going to be in complete loss, if such workers quit once they're absolutely trained. This study 

focuses on objective to see the impact of employee engagement on employee retention. The data has been collected from 80 samples through non 

probability convenient sampling. The tool that has been used is regression analysis to measure the two variables. This study concludes that by 

showing there is no significant difference between the employee engagement and Gender as well as Department, but there is significant difference 

between the employee engagement and employee Retention.  

Keywords: Engagement Activities, Performance, Awareness level, participation and Retention. 
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Scope of the study:  

 This study discusses about how the organization sustains employee engagement with help of 

communication. 

 The study also analyses how employee loyalty contributes to employee engagement. 

 The study helps to understand the association of employee engagement with Leadership.  

 

Limitation of the study 

Employee engagement could be a complicated space as individual preferences play such a crucial role within the 

engagement method. One in every of the constraints of this study was that the info came from surveys crammed out 

by respondents severally that resulted in a most come back rate.If time constraints weren't such a prominent factor, 

the researcher may have opted for an in-depth questionnaire with open ended questions to utilize quantitative as 

well as qualitative analysis to survey the data. 

 

Review Literature  

Evolution of Employee Engagement 

(Rafferty, Maben, West and Robinson, 2005; Melcrum Publishing, 2005; Ellis and Sorensen, 2007) most hints 

relate employee engagement to survey houses and consultancies. It is less taken as an academic construct. The 

notion is relatively new for HRM and seemed in the literatures for about two decades. 

 

(Robinson, Perryman and Hayday, 2004; Rafferty et al., 2005) employee engagement emanates from two concepts 

that have won academic acknowledgement and have been the subjects of empirical research-Commitment and 

Organizational Citizen Behavior (OCB). Employee engagement has likenesses to and commonalities with the 

above two concepts. 

 

Robinson et al. (2004) state that neither compulsion nor OCB replicate adequately 2 options of engagement, and 

also the degree to that engaged workers are probable to own a section of business alertness. 

 

Definition of Employee Engagement 

Perrin‟s Global Workforce Study (2003) uses the definition “employees‟ willingness and ability to help their 

company succeed, largely by providing discretionary effort on a sustainable basis.” 

Gallup as cited by Dernovsek (2008) likens Employee engagement to optimistic employees „and emotional 

affection toward the employees leads to employees‟ commitment. 

 

Robinson et al. (2004) outline worker engagement as “An engaged worker is responsive to business context, and 

works with colleagues to enhance performance among the duty for the good thing about the organization.” 

 Fernandez (2007) shows the excellence between job satisfaction, the well-known construct in management, and 

engagement competitive that worker satisfaction isn't identical as worker engagement and since managers cannot 
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accept worker satisfaction to assist retain the simplest and also the brightest, worker engagement becomes a crucial 

thought.  

 

(Dernovsek, 2008; Perrin, 2003; Ellis and chemist, 2007; Blessing White, 2008) the worldwide surveys conducted 

by survey homes and analysis organizations indicate that vital size of workers are disengaged being skeptical of any 

structure initiative or communication. Endres and Mancheno-Smoak (2008) because the previous expression goes 

“what you can‟t live, you can‟t manage”. Thus, there's a demand future researches, to outline engagement in clear 

terms to avoid interpretation by resulting users giving to the construct totally different meanings. 

 

Drivers of Employee Engagement 

Penna research report (2007) Employers at work has the potential to be valuable way of bringing employees nearer 

together to the benefit of both where employees as well as employers experience a sense of unit and the space 

between to be their own and the chance to make an impact. 

 

Penna (2007) researchers have also come about a new model they called “Hierarchy of engagement” which is 

similar to Maslow‟s need hierarchy model. In the bottom line there are basic needs of pay and benefits. When 

employee satisfied then the employee move towards growth opportunities, the prospect for promotion and then 

leadership style will be presented to understand the model.  

 

The Blessing White (2006) Strong manager-employee relationship is a key element in the employee engagement 

and retention plan. Development Dimensions International (DDI, 2005) states that a manager must do five things to 

create a highly engaged workforce. They are: 

1. Align efforts with strategy 

2. Empower 

3. Promote and encourage teamwork and collaboration 

4. Help people grow and develop 

5. Provide support and recognition where appropriate 

 

The Towers Perrin Talent Report (2003) identifies the highest 10 work place attributes which is able to end in 

worker engagement. The highest 3 among the 10 drivers listed by Perrin are: Senior management‟s interest in 

employees‟ well-being, difficult work and deciding authority. Vance (2006) according to him, worker engagement 

is that the impact of individual qualities like information, skills, abilities, nature, attitudes and temperament, 

structure context which incorporates leadership, physical setting and social setting and HR practices that directly 

have an effect on the person, method and context elements of job performance. (Blessing White, 2006; Perrin 

Report, 2003)What happens when organization employees are disengaged? Or likely to be whirling, relaxing and 

excruciating, have far more hesitations about their organization in relations to customer satisfaction.  
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Meere (2005) based on the survey conducted by ISR on 360000 employees from 41 companies in the world‟s 10 

economically strong countries finds that both operating margin and net profit margins reduced over a three year 

period in companies with low engagement, while these measures increased over the specified period in companies 

with high levels of engagement.  

 

Retention Practices 

(Chaminade, 2007)Retention is an intended step by an organization to generate an environment which engages 

employees for long term.  Hendricks (2006) According to him employees with rare skills are in great demand by the 

South African government and becoming difficult to source them global level. When these sort of employees are 

eventually sourced, they turn out to be even harder for government to retain those employees. 

 

(Gerhart, 1990)Existing research has addressed employee turnover from two distinct angles. The labour market 

perspective concentrates on turnover predictors that are primarily determined by the organization‟s external 

environment.  

 

(Morrell, Loan Clarke, & Wilkinson, 2001)In contrast, the psychological perspective focuses on employees within 

the organizational context and their individual turnover decisions, thus investigating turnover antecedents that are 

more readily within an organization‟s immediate control.  

 

(Maertz & Campion, 1998) whether an organization manages to avoid turnover or not will largely depend on the 

availability of internal retention incentives as well as the organization‟s propensity and ability to apply them. 

(Rousseau & Wade-Benzoni, 1994), attractive working conditions can prevent employees from developing 

negative job approaches in the first place and thus create a longer retention instrument.  

 

(Williams, 1999., Griffeth et al., 1999; Lepak & Snell, 1999)These distinct employment relationships differ in 

terms of what constitutes functional retention for the organization and will require different retention practices to 

effectively retain employees. (Delery & Doty, 1996., Guest, 1997) Concealed to the classification of retention 

practices is the view that packs of HR practices result in more salient outcomes in terms of employee behaviour and 

organizational performance as it can be assumed that these practices display synergies. 

 

Anticipatory retention identifies in relational employment relationships 

(Koch & McGrath, 1996; Pfeffer, 1998) Organizations will place an important role on retention practices that help 

to prevent the turnover of their most valuable employees, thus aiming to create a high-retention environment. 

(Mitchell & Lee, 2001) Outcome of non-work factors such as individuals‟ interests and community activities may 

assist a firm to better adapt specific incentives (e.g. compensation plans) to employees‟ needs which will increase 

employees‟ fit with their nonwork environment and, in turn, boost retention. 
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Research Methodology 

Sampling Design 

For the study, the researcher chose hospitality industry which does not have a standard workman position and the 

respondents are not possibly available most of the time and also due to the time constrain for collecting the 

information inside the organization the researcher used Non – probability convenient sampling method to collect 

the data from the respondents. 

 

Sample Size 

The participants in this study were 80 employees working in different departments. The purpose of choosing 

different departments is to cover the employees of different work nature and to get the information from the major 

operating units in the organizations. This study investigates the existence and current level of employee 

engagement at the accord metropolitan hotel, Chennai. 

 

Questionnaire Design 

These five-point Likert scale was selected as the response mode for the questionnaire. For each of the 

measurements the respondents are asked to tell whether and how strong they agree or disagree with the suggestion 

that is made. This is done by choosing a number given on a five- point scale. The responses can then be given scores 

e.g. from 1 to 5 as was done in this research. Then the scores can be summed for each of the respondents in order to 

give attitudinal score for each question.  

 

DATA COLLECTION: 

PRIMARY DATA 

Primary data was collected both survey method by distributing questionnaires to hospital employees. The 

questionnaires where carefully designed by taking into account the parameters of my study.  

 

KIND OF RESEARCH 

The researcher done by Empirical research. 

This kind of research has the primary objective of development of insights into the problem. 

Its studies the main area where the problem lies also tries to evaluate some appropriate courses of action. 

 

TOOLS OF ANALYSIS 

The data collected from both the sources is analyses and interpreted in the systematic manner with the help of 

statistical tool like percentage analysis and SPSS tool.   

 

DATA ANALYSIS 

Table 1. Profile of respondents & their responses on Employee Engagement Activities. 
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S.No. Parameters 
No. of 

Respondents 
% 

1 

Gender 

 Male 

 Female 

 

56 

24 

 

70 

30 

2 

Department 

 F&B production 

 F&B Service 

 House Keeping 

 Sales & Marketing 

 Security 

 Human Resource 

 Finance 

 

15 

15 

14 

3 

5 

2 

11 

 

19 

19 

17 

4 

6 

2 

14 

3 

Age 

 Age between 20 and 25 

 Age between 26 and 30 

 Age between 31 and 35 

 Age between 36 and 40 

 Age Greater than 40 

 

19 

33 

24 

2 

2 

 

24 

41 

30 

2 

3 

4 

Level of Feeling energetic at work 

Agree 

Strongly Agree 

Neither Agree nor Disagree 

 

40 

20 

20 

 

50 

25 

25 

5 

Is Your Job inspiring 

 Agree 

Strongly Agree 

Neither Agree nor Disagree 

 

25 

24 

31 

 

31 

30 

39 

6 

Sense of Fulfilment after completing the work 

Agree 

Strongly Agree 

Neither Agree nor Disagree 

 

32 

29 

19 

 

40 

36 

24 

7 

Are you happy to be a part of this organization 

Agree 

Strongly Agree 

Neither Agree nor Disagree 

 

23 

25 

32 

 

29 

31 

40 

8 Willing to accept all sort of challenges at work   
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Agree 

Strongly Agree 

Neither Agree nor Disagree 

21 

33 

26 

26 

41 

33 

9 

Satisfied with the recognition by the organization 

Agree 

Strongly Agree 

Neither Agree nor Disagree 

 

21 

30 

29 

 

26 

38 

36 

10 

Sense of belonging with the organization 

Agree 

Strongly Agree 

Neither Agree nor Disagree 

 

26 

26 

28 

 

32 

33 

35 

11 

Concerned about the image of the organization 

Agree 

Strongly Agree 

Neither Agree nor Disagree 

 

25 

30 

25 

 

31 

38 

31 

12 

willingness to recommend the company to potential new 

employees 

Agree 

Strongly Agree 

Neither Agree nor Disagree 

 

 

29 

20 

31 

 

 

36 

35 

39 

13 

Often thinking about quitting the current job as soon as 

possible  

Disagree 

Strongly Disagree 

 

 

42 

38 

 

 

53 

47 

14 

Planning to join new job as soon as possible 

Disagree 

Strongly Disagree 

 

32 

48 

 

40 

60 

15 

Looking for a job in another organization 

Disagree 

Strongly Disagree 

 

34 

46 

 

43 

57 

16 

Wish to stay in this organization in the near future 

Agree 

Strongly Agree 

Neither Agree nor Disagree 

 

29 

20 

31 

 

36 

25 

39 

17 
Wish to leave the organization in near future 

Disagree 

 

32 

 

40 
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Strongly Disagree 48 60 

18 

The  Relationship between me and my manager is a source of 

stress for me 

Disagree 

Strongly Disagree 

 

 

40 

40 

 

 

50 

50 

19 

I have a mind set of "being here and now" when am at work 

Disagree 

Strongly Disagree 

 

          28 

52 

 

    35 

65 

 

ANOVA TEST 1: 

ANALYSIS BETWEEN EMPLOYEE ENGAGEMENT AND GENDER OF THE HOTEL EMPLOYEES. 

 

NULL HYPOTHESIS: There is no significant relationship between Employee Engagement and Gender. 

ALTERNATIVE HYPOTHESIS: There is a significant relationship between Employee Engagement and 

Gender. 

 

INTERPRETATION 

In the above ANOVA, presents the information about the whole model. This table includes the sum of squares, 

degrees of freedom, mean squares, the F-value and the observed significance value. When we will look at the Sig. 

value which will help us in determining if our condition means were relatively the same or if they were significantly 

different from one another. For factor one the sig. value is .569 which is more than our mean value of .05. Because 

of this, we can conclude that there is no statistically significant difference between employee engagement and 

employee retention.  

 

ANOVA TEST 2: 

ANALYSIS BETWEEN EMPLOYEE ENGAGEMENT AND DEPARTMENT OF THE HOTEL 

EMPLOYEES. 

 

NULL HYPOTHESIS: There is no significant relationship between Employee Engagement and Department. 
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ALTERNATIVE HYPOTHESIS: There is a significant relationship between Employee Engagement and 

Department. 

 

INTERPRETATION 

In the above ANOVA, presents the information about the whole model. This table includes the sum of squares, 

degrees of freedom, mean squares, the F-value and the observed significance value. When we will look at the Sig. 

value which will help us in determining if our condition means were relatively the same or if they were significantly 

different from one another. For factor one the sig. value is .655 which is more than our mean value of .05. Because 

of this, we can conclude that there is no statistically significant difference between employee engagement and 

employee retention.  

 

ANOVA TEST 3: 

ANALYSIS BETWEEN EMPLOYEE ENGAGEMENT AND EMPLOYEE RETENTION OF THE HOTEL 

EMPLOYEES. 

 

NULL HYPOTHESIS: There is no significant relationship between Employee Engagement and Employee 

Retention. 

ALTERNATIVE HYPOTHESIS: There is a significant relationship between Employee Engagement and 

Employee Retention. 

 

INTERPRETATION 

In the above ANOVA, presents the information about the whole model. This table includes the sum of squares, 

degrees of freedom, mean squares, the F-value and the observed significance value. When we will look at the Sig. 

value which will help us in determining if our condition means were relatively the same or if they were significantly 

different from one another. For factor one the sig. value is .000 which is less than our mean value of .05. Because of 
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this, we can conclude that there is a statistically significant difference between employee engagement and 

employee retention.  

 

FINDINGS 

 According to the survey and the Regression Analysis, we can conclude that there is a statistically 

significant difference between employee engagement and employee retention.  

 According to the survey and the Regression Analysis, we can conclude that there is no statistically 

significant difference between employee engagement and employee retention.  

 According to the survey and the Regression Analysis, we can conclude that there is no statistically 

significant difference between employee engagement and Gender.  

 

SUGGESTIONS 

 Giving adequate breaks and Rest time to employees is necessary to boost their performance and improve 

their retention level. 

 Communicating the information to employees only through notice board will not be sufficient, employees 

should also be trained to use technology to update themselves and get the information.  

 The supervisor should give adequate support to all the employees fairly and equally. 

 Employees should use effective use of suggestion box to improvise both employees and organization 

growth. 

 

CONCLUSION 

 Nearly 69% i.e., Majority of employees is Agreeing that employee engagement has an impact on employee 

retention. 

 It is possible to retain the employees of the organization with proper implementation on employee‟s 

engagement activities. 

 Employees with high involvement will also give their best performance to improve themselves as well as 

the organization.  

 We can conclude it by stating that there is a statistically positive impact of employee engagement on 

employee retention in the organization.  
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