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ABSTRACT :  

Worker commitment is simply the outfitting of 
association individuals' to their work jobs; in commitment, 
individuals utilize and convey what needs be physically, 
psychologically, and sincerely amid job exhibitions. 
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INTRODUCTION 

Representative Engagement is a quantifiable level of a worker's certain or negative passionate 
connection to their activity, partners and association that significantly impacts their ability to learn and 
perform at work. Engaged employees care about the future of the company and are willing to invest 
discretionary effort. Representative commitment is the enthusiastic duty the worker has to the association 
and its objectives. This emotional commitment means engaged employees actually care about their work 
and their company. They don’t work just for a pay cheque, or just for the next promotion, but work on 
behalf of the organization’s goal. 

Employee Engagement is the means or strategy by which an organization seeks to build a 
partnership between the organization and its employees. Worker commitment makes more prominent 
inspiration inside representatives for the work they do and expands their responsibility to the association. A 
drew in representative works with associates to enhance execution inside the activity to help the 
association. When employees are effectively and positively engaged with their organization, they form an 
emotional connection with the company. It is tied in with making an eagerness for their jobs, their work and 
the association, and guaranteeing they are lined up with the estimations of the association, very much 
educated and all around incorporated with their partners and the texture or culture of the association.  
 
NEED FOR THE STUDY 

In recent years, there has been a great deal of interest in employee engagement. Many have claimed 
that employee engagement predicts employee outcomes, organizational success, and financial performance. 
But surprisingly there has been little research have been done on this topic which has become so very 
popular.  An engaged employee is willing and able to contribute to company success. That is commitment is 
the degree to which a worker puts optional exertion into his or her work, past the expected least to take 
care of business, as additional time, intellectual competence or vitality.  

So a fully engaged employee is a win-win situation. Engaged employees stay longer and contribute in 
a more meaningful way. The term ‘‘employee engagement’’ may sound new, but it has long existed as a core 



 
 

EMPLOYEE ENGAGEMENT INITIATIVES AT INFORMATION TECHNOLOGIES COMPANIES ....                   vOlUme - 8 | issUe - 5 | feBRUaRY - 2019   

________________________________________________________________________________________ 

________________________________________________________________________________________ 
Journal for all Subjects : www.lbp.world 

2 
 

management practice. In todays competitive environ, companies need to ensure that, in philosophy and 
practice, they acknowledge the importance of the manager in retaining employees.  
 This study will give new insight to the IT companies in Bengaluru to have a highly engaged 
workforce. 
 
MODEL OF ANTECEDENTS AND CONSEQUENCES OF EMPLOYEE ENGAGEMENT 

Alan M. Saks, has proposed the following model. According to this model antecedent of employee 
engagement are job characteristics, perceived organizational support, rewards and recognition, procedural 
justice and distributive justice. The result of representative commitment incorporates work fulfillment, 
hierarchical responsibility, goal to stop, authoritative citizenship and conduct. 

 

 
OBJECTIVES OF THE STUDY 
1. To analyse the socio economic profile of the respondents 
2. To study Employee Engagement initiatives at IT Companies in Bengaluru 
3. To measures the engagement level of employees at IT Companies in Bengaluru  
4. To study the impact of engagement level of employees on organisational commitment, job satisfaction 

and withdrawal cognition 
 
Organisations Covered for the Study 
 A study was conducted among a small of 45 respondents working in the following IT companies in 
Bengaluru. 
1. Infosys Technologies 
2. Wipro Technologies 
3. Tata Consultancy Service  
 
FINDINGS OF THE PILOT STUDY   
1. 66.67 per cent of the respondents were male and the rest 33.33 per cent were female 
2. 40 per cent of the respondents were programmers, 31.11 per cent of the respondents were team 

leaders and the rest 28.89 per cent were managers. 
3. 26.67 per cent of the respondents were below the age of 25 years, 62.22 per cent of the respondents 

were in the age group of 25 to 30 years and the rest 11.11 per cent   
4. Regarding marital status 46.67 per cent of the respondents were unmarried, 48.89 per cent of the 

respondents were married and the rest 4.44 per cent belong to others category (others category include 
divorcee, widower, widow and separated). 

5. Educational qualification of 46.47 per cent is B.E.. 31.11 per cent of the respondents were MBA 
graduates and 22.22 per cent were M.E., graduates.    

6. For 22.22 per cent of the respondents total work experience is below three years. For 48.89 per cent of 
the respondents total work experience is between 3 to 7 years and for the rest 28.89 total work 
experience is between 8 to 12 years. 
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7. Regarding employee engagement practices celebrating birthdays, promotions, retirements, newcomers, 
etc., internal magazine and recognising and encouraging innovation are the regularly practiced 
employee engagement practices in the company where the respondents were working. 
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