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ABSTRACT

Employee engagement is necessary as the changing
business environment competition has increased
and organizations are striving towards finding
various innovative ways to achieve and maintain
competitive advantage. Talent retention is a various
practices of the organization which lead the
employee to stick to the company for long. For this
purpose, the respondents are selected by
proportionate random sampling method. In view of
complexity of data, the responses are processed and
analyzed by tools like chi-square, correlations are
used. This analysis proved that these factors have
capacity to influence the employee engagement. A
data collection was collected through questionnaires
designed. The sampling technique used in the study
is convenient sampling and the sample size is 60
employees. The findings suggested that there is a
significant impact of employee engagement on

talent retention under study. The study on employee

engagement helps the management to understand
how employee retention and engagement improve
the organization. In this study, it could be
understand that respondents are satisfied with their
job. The management has taken the best effort to

maintain good relationship with the employee.

KEY WORDS: Employee, engagement, retention,

talent, organization, management.
INTRODUCTION TO THE STUDY

Employee Engagement is necessary as the
changing business environment competition has
increased and organizations are striving towards
finding various innovative ways to achieve and
maintain competitive advantage. And to a great
extent such competitive advantage can be
maintained through the most important input of
every organisation i.e. Man. So it becomes very
important to maintain and retain talent of the
organisation on which the success of every

organisation is based. Insight into the employee
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psychology towards his work and work
environment can provide much information which
can be further used to maintain such advantage. In
order to achieve objectives effectively the
organisation must inspire his employee to use their
capabilities to full extent and also develop the same
from time to time. Also the organisations must
develop committed workforce because the teachers
who are dedicated can make much contribution
towards productivity of organisation (Bakker &
Leiter, 2010)

OBJECTIVES OF THE STUDY

1. Investigate the demographics of the

respondents.

2. To determine the quality of the employee

engagement.

3. To investigate the role of employee

engagement in talent retention.
4. To know the employee satisfaction.

5. To analyze the cause and motivate the

employee.

6. To examine performance of the

employee.

7. To analyze productivity of the employee

‘sense of well-being’

LIMITATIONS OF THE STUDY

The questionnaire is in closed format, the results
may still be dependent on the participants’ personal
feelings and may be subjected to bias, and provide

the Table 7.5 shows above table explain that

majority of the respondents (20)percentage are
satisfied with the organization has safe and healthy
working conditions and (16)percentage are neither
satisfied nor dissatisfied, only (12)percentage are
dissatisfied and (10) are highly satisfied and (2)
percentage highly dissatisfied

* Table 7.22 shows above table explain that
majority of the respondents (30)percentage are
satisfied with they said engrossed and
(30)percentage are neither satisfied nor
dissatisfied, only (18.3)percentage are satisfied
and (15) are dissatisfied and (6.7) percentage
highly dissatisfied

* Table 7.23 shows above table explain that
majority of the respondents (26.7)percentage are
neither satisfied nor dissatisfied with their
working time and (25)percentage are
dissatisfied , only (21.7)percentage are satisfied
and (18.3) are highly satisfied and (8.3)
percentage highly dissatisfied

* Table 7.24 shows above table explain that
majority of the teachers (31.7)percentage of the
respondents are working full of meaning and
purpose re neither satisfied nor dissatisfied and
(26.7)percentage  are  satisfied , only
(20)percentage are dissatisfied and (11.7) are
highly satisfied and (10) percentage highly
dissatisfied

 Table 7.25 shows above table explain that
majority of the respondents they said working
time they forget everything else surrounding
(33.3)percentage are  neither satisfied nor

dissatisfied and (26.7)percentage are satisfied ,

only (16.7)percentage are highly satisfied and
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(15) are dissatisfied and (3) percentage highly
dissatisfied

+ Table 7.26 shows above table explain that
majority of the respondents are immersed they
are works (35)percentage are satisfied and
(21.7)percentage are neither satisfied nor
dissatisfied, only (20)percentage are dissatisfied
and (18.3) are highly satisfied and (5)
percentage highly dissatisfied
. CHI-SQURE ANALYSIS

AlIM

e This chi-square is used to test whether there
is a significant difference between the
observed number of responses in each
category and the expected number of
responses for such category under the
assumption of null hypothesis X2=(0O-E)2/E

The characteristics of this distributing are
completely defined by the number of

degrees of freedom.
Degree of freedom:

e Degree of freedom= (Number of Rows-1) x

(Number of columns-1)
Where,

e i =0Observed value

e Ei=Expected value

e EI=RT*CT/n
Where,

e RT = Row total for the row

containing that cell.

e CT = Columns total for the column

containing that cell.

e n = Total number of observations.
HYPOTHESIS

Null hypothesis (HO): There is no significant
difference between gender of the employees and

provision leave.

Alternative hypothesis (H1): There is a

Chi-Square Tests

Value |df Asymp. Sig.
(2-sided)

Pearson Chi-Square 2.440% |3 486
Likelihood Ratio 2.154 3 541
Linear-by-Linear

o 1.602 1 .206
Association
N of Valid Cases 60

significant difference between gender of the

employees and provision leave.

Significant = P<=0.05, Not Significant =P>0.05

INTERPRETATION

According to the Chi-square table the X2 =2.440, a
degree of freedom is 3 and 'p' value is 0.486. Here,
the 'p' value is greater than 0.05 (0.486 > 0.05). So
the Ho is rejected and the Hi is accepted. Hence
there is a significant difference between gender and

provision leave
HYPOTHESIS

Null hypothesis (HO): There is no significant
difference between experience of the employees
and their opinions about the factors that can reduce

absenteeism
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Alternative

hypothesis

(HL):

There is a

significant difference between experience of the

employees and their opinions about the factors that

can reduce absenteeism

Chi-Square Tests

Value df Asymp. Sig.
(2-sided)

Pearson Chi-Square 10.638% |12 .560
Likelihood Ratio 11.673 |12 472
Linear-by-Linear

o 404 1 525
Association
N of Valid Cases 60

Significant = P<=0.05, Not Significant =P>0.05
INTERPRETATION

According to the Chi-square table the X2 = 10.638,
a degree of freedom is 12 and 'p' value is 0.560
Here, the 'p' value is greater than 0.05 (0.560 >
0.05). So the Ho is rejected and the Hj is accepted.
Hence there is a significant difference between
experience of the employees and their opinions
about the factors that can reduce absenteeism.

FINDINGS, SUGGESTIONS, CONCLUSION

FINDINGS:

1. Very high majority of the respondents (78.3
percent) are FEMALE.

2. Majority of the respondents (63.3 percent)
are between the age group of 26-35.

3. High majority of the
percent) are MARRIED.

respondents (85

4. The 90 percentage of the teachers are

Master degree.

5. High majority of the respondents (48.3
percent) monthly income is BETWEEN
Rs.30001-Rs.50000.

6. In terms of experience the majority 68.3
percentage of the teachers in 6-10 Years of
experience.

7. There is no significant association between
the respondent response towards age and
level of employee engagement on talent

retention.

SUGGESTIONS:

The Organization can provide better exposure,
opportunities & rewards and healthy working
environment for employees. The senior employees
in the organization should motivates the new
employees. In today’s competitive situations
consolidation and stability is more important than
experimental. The Organization can maintain work
life balance and family friendly policies for
employees. The organization needs to identify those
employees who have less no. of dependents in the
family and motivate those employees by providing

better, opportunities, rewards etc.

SUMMARY

SOCIAL WORK INTERVENTION

» Case work: This method is implemented
while having interaction with employees in
collecting data. Can provide counselling to
improve employee retention and employee

engagement.
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» Social work research: Analysing about their
problem and identify their needs to improve
their satisfaction.

CONCLUSION

| concluded the study as it could be
understand that the respondents are satisfied with
their job. The management has taken the best effort
to maintain good relationship with the teachers.
People are the intangibles. People also are
emotional and fickle. They want to be won over
often. That is why employee engagement can be an
organization’s great differentiator in times of

stability or in times of rapid change.

As employees are the bases for company,
engagement of employees is a major focus for HR
department. The management should identify the
important factors that affect engagement on talent
retention and should take necessary measures to

improve these.
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