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ABSTRACT: Employe engagement has a significant impact on the IT industry's organisational success, productivity, and 

retention rates. The atmosphere of a firm is comprised of the following elements: employs perceptions of their supervisors, the 

policies and procedures of the business, and the channels of internal communication. This study delves into the topic of employee 

engagement in IT organisations by examining several variables of organisational environment. In order to collect data from 150 

IT personnel, a structured questionnaire was used. Some of the statistical methods employed were percentage analysis, regression, 

and correlation. The findings show that leadership support, communication, recognition, cooperation, and career progression 

opportunities have a significant impact on employee engagement. Employes report higher levels of investment, motivation, and 

job satisfaction in an organization with a positive culture. 
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1. INTRODUCTION 

The importance of engaged employes to an organization's performance, productivity, and long-term success is being more and 

more shown by studies. Employes' level of dedication to their work and ownership over the company's performance is what this 

phrase conveys. Engaged employes are more likely to go above and above, contribute positively to the company's goals, and love 

what they do for a living. Because it increases overall performance and helps companies remain ahead of the competition, employe 

engagement is increasingly seen as a key to success by companies (Kahn, 1990) [1]. The norms, standards, and laws that employes 

follow on a daily basis are what make up an organization's atmosphere. Employes' opinions on management, teamwork, pay, and 

opportunities for promotion are reflected in this. According to Schneider et al. (2013), a negative work environment increases 

employe dissatisfaction, low morale, and turnover [2]. Inspiration, confidence, teamwork, and originality flourish in an 

encouraging work environment. One of the most exciting and fast-growing industries in the world, the information technology 

(IT) sector cannot grow without skilled labour. Constant technological progress, short project timeframes, high performance 

expectations, and a focus on lifelong learning are common characteristics of fast-paced workplaces in the information technology 

industry. Such environments have the potential to significantly impact the attitudes and levels of engagement among employes. 

According to Robbins and Judge (2019) [3], creating a warm and inviting workplace is essential for retaining a motivated and 

committed workforce. Many elements of the work setting have a significant impact on employe involvement. A key component is 

leadership buy-in, as effective leaders motivate their teams, keep them focused, and include them in significant decision-making 

processes. Workers are more likely to trust one another, be open with information, and collaborate when there is good 

communication. Recognition and reward systems encourage workers to up their game by publicly praising their efforts and 

successes. Teamwork promotes collaboration and the exchange of knowledge, while career development opportunities help people 

advance in their careers. Programs that encourage a good work-life balance also make workers happier and less stressed (Saks, 

2006) [4]. There is a lot of evidence that shows how a positive work environment may motivate employes to give their all. 

Companies that engage in their employes' professional progress, foster open and regular communication, and have supportive 

leadership tend to have more invested and productive employes. Staff members that are intrinsically motivated are more likely to 

go the extra mile, delight customers, and provide innovative solutions to problems. Furthermore, when companies foster a healthy 

work atmosphere, they may find that they spend less on training and hiring new employes (Macey and Schneider, 2008).  

Employe engagement has become an essential component for IT companies to succeed in recent years due to the increasing 

significance of knowledge-based employment and the intense competition for skilled workers. An increasing number of businesses 

are establishing policies and practices that prioritise the needs of their employes in order to create a more engaging and productive 

work environment. Analysing the influence of organisational environment factors on engagement may provide managers and HR 

specialists with valuable insights into how to improve organisational success, employe happiness, and retention (Gallup, 2023) 

[6]. Therefore, this study aims to examine the impact of leaders' encouragement, leaders' availability, leaders' recognition and 

rewards, leaders' cooperation, leaders' progression possibilities, and leaders' support for a good work-life balance on IT 

professionals' job devotion. In addition to filling gaps in our understanding, this study should provide practical recommendations 

for improving working conditions to increase staff enthusiasm and productivity. 

2. REVIEW OF LITERATURE 

Conducting extensive literature study may aid in understanding the relationship between organisational environment elements and 

employe engagement. Several studies have examined the relationship between leadership styles, communication strategies, 

recognition methods, and opportunities for professional progress, as well as the impact on employe attitudes and organisational 
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outcomes. Kahn was the first to use the phrase "employee engagement" (1990). Workers are mentally engaged, according to him, 

when they have a sense of purpose, safety, and accessibility in their job. Organisational circumstances have a significant impact 

on employes' desire to give their all to their jobs, according to the study [1].  

Research on the subject of organisational climate by Schneider, Ehrhart, and Macey (2013) found that employes' perceptions of 

leadership's behaviours, corporate rules, and work practices directly affect their job satisfaction and productivity. Their research 

showed that a positive organisational climate leads to an engaging and motivating work environment, which in turn enhances 

employe engagement and dedication [2].  

Saks (2006) used Social Exchange Theory to investigate the causes and effects of employe engagement. Work quality, procedural 

fairness, and organisational support were determined to have significant impacts on employe engagement. When employes see 

that their leadership values and supports them, they are more likely to put their heart and soul into their work [3].  

According to studies conducted by Macey and Schneider (2008), factors such as trust, communication, recognition, and the 

effectiveness of leadership within an organization greatly impact the level of employe engagement. The authors emphasised that 

organisations should strive to create favourable work environments to engage and inspire employes to be productive [4].  

According to Anitha's study (2014), leadership, workplace wellness, collaboration, training, and remuneration are significant 

factors that influence employe engagement. According to the study, employes are more engaged when they are provided with 

sufficient resources, shown gratitude, and given opportunities to progress in their professions [5].  

Bakker and Demerouti (2017) introduced the Job Demands-Resources (JD-R) model to get a better understanding of how 

organisational resources, such as supervisor support, opportunities for career advancement, and positive work relationships, 

contribute to employe engagement. Employes report lower stress levels and improved overall performance when given enough 

resources at work [6].  

Jena, Pradhan, and Panigrahy (2018) investigated employe engagement practises in Indian companies and found that elements 

such as leadership support, opportunities for career advancement, and open lines of communication had a significant influence on 

employe satisfaction and retention. The study highlights the need of policies that prioritise workers to increase involvement [7].  

The link between organisational climate and employe engagement was investigated by Shuck and Herd (2012), who found a strong 

positive association between supportive work environments and employe devotion. In terms of organisational culture and 

engagement outcomes, the data show that managers have a significant impact [8]. Profitability, customer satisfaction, and overall 

productivity are all areas in which companies that have engaged people outperform their competitors (Aon Hewitt, 2020). Research 

shows that having an open channel of communication, having honest leadership, and publicly praising employes' accomplishments 

are three of the most significant components of engagement [9]. Gallup (2023) found that employes who are invested in their work 

are less likely to leave, have higher levels of productivity, and are more creative. Optimal work conditions, opportunities for 

advancement, and supportive leadership are necessary for high employe engagement in knowledge-intensive industries like 

information technology [10].  

The authors concluded from their literature review that leadership support, communication, cooperation, recognition and 

incentives, career development, work-life balance, and the organization's overall environment are significant factors influencing 

employe engagement. However, research specifically examining these links in the IT sector is few. Consequently, this study's 

objective is to investigate the impact of various organisational factors on IT workers' level of involvement. 

3. RESEARCH METHODOLOGY 

Data collection, analysis, and interpretation are the three main components of research methodology, which is a scientifically 

sound and methodical way to accomplishing research goals. The study is conducted in a defined framework that guarantees the 

results are reliable and valid. Organisational climate variables and their effects on employee engagement in information technology 

firms are the primary foci of this study's research approach. This approach is useful for figuring out how different aspects of the 

company's culture affect workers' levels of engagement.  

An examination of the current organisational environment and employee engagement strategies in IT organisations is the primary 

goal of this study, which takes a descriptive research approach. When trying to get to the bottom of workers' thoughts, feelings, 

and experiences in relation to working circumstances, descriptive research is the way to go. Leadership support, communication, 

collaboration, recognition and incentives, career development possibilities, work-life balance, and organisational environment are 

some of the aspects of the workplace that this research aims to determine. 

The research made use of both primary and secondary resources. Using a standardised questionnaire, primary data was gathered 

directly from workers of chosen IT organisations. The demographics of the workforce, as well as their views on the company's 

atmosphere and level of participation, were the intended subjects of the survey. The study's theoretical underpinnings and 

contextual material came from secondary sources, such as scholarly journals, books, research papers, corporate reports, conference 

proceedings, and internet databases. Personnel employed by IT firms made up the study's target demographic. Using the 

convenience sampling approach, a total of 150 respondents were chosen. The researcher was able to gather data effectively from 

accessible respondents within the constraints of time and resources, hence this sampling approach was selected. The chosen 

workers were from a wide range of demographics, including age, gender, education level, and job function, which allowed for a 
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rich tapestry of viewpoints on workplace culture and participation. The main tool for this study was a structured questionnaire. 

There were two parts to the survey. Age, gender, level of education, years of experience in the workforce, and job title were some 

of the demographic details gathered in the first segment. Organisational climate aspects and employee engagement were addressed 

in the second segment. A five-point Likert scale, from "Strongly Disagree" to "Strongly Agree," was used to gauge the degree of 

agreement among the respondents. This scale was useful for quantitatively monitoring employee attitudes and for statistical 

analysis. Employee engagement was used as the dependent variable in this research, whereas organisational climate aspects were 

used as the independent factors. The key aspects of the organisational environment that were found to impact employee 

engagement include leadership support, communication, collaboration, recognition and incentives, career development 

opportunities, and work-life balance. Prior research and its applicability to the IT sector informed the selection of these factors.  

Numerous statistical techniques were used for the purpose of analysing the gathered data. The demographic profile of the 

respondents was described using percentage analysis. The organisational climate variables were evaluated by calculating the mean 

and standard deviation of employee views. The direction and intensity of the association between organisational climate variables 

and employee engagement were examined by correlation analysis. In addition, regression analysis was used to determine how 

much each aspect of the organisational environment predicted the levels of employee engagement.  

A thorough investigation of the connection between organisational atmosphere and employee engagement is guaranteed by the 

research technique used in this study. The research sheds light on the ways in which IT company atmosphere affects employee 

attitudes and behaviours by integrating primary data with statistical analysis. Organisational leaders and HR managers may use 

the data to better understand how to engage employees, boost job satisfaction, and increase organisational success. 

4. DATA ANALYSIS AND INTERPRETATION 

Because it allows for the transformation of raw data into useful information for decision-making, data analysis is a crucial step in 

the research process. The purpose of this research was to analyse the relationship between organisational climate variables and 

employee engagement using data obtained from 150 IT workers. Statistical methods such as percentage, mean score, correlation, 

and regression analysis were used to examine the gathered data. What follows is an explanation and presentation of the findings. 
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4.6 HYPOTHESIS TESTING 

Hypothesis 

H₀: Employee engagement is unrelated to any of the aspects of the organisational environment. 

H₁: Organisational climate aspects are significantly related to employee engagement. 

Decision 

The alternative hypothesis (H₁) is recognised and the null hypothesis (H₀) is rejected since the significance scores derived from 

the regression analysis are less than 0.05. 
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Interpretation 

The findings show that there is a strong correlation between organisational climate parameters and staff participation in IT 

organisations. 

Summary of Data Analysis 

According to the data, most IT workers have a favourable impression of their workplace environment. Employee engagement was 

shown to be most influenced by three factors: creativity, collaboration, and leadership support. Organisational atmosphere and 

employee engagement are positively correlated, according to the statistics. So, to boost employee engagement and organisational 

performance, businesses should work on their communication systems, encourage teamwork, fortify leadership's support, and offer 

career development opportunities. 

5. FINDINGS, SUGGESTIONS AND CONCLUSION 

5.1 FINDINGS 

The following results were noted after analysing and interpreting data obtained from 150 IT company employees: 

DEMOGRAPHIC FINDINGS 

Men accounted for 60% of the responses, while women made for 40%. Second, there is a youthful workforce in the IT industry, 

as half of the respondents were between the ages of 21 and 30. Third, the study's participants reflected the diversity of the workforce 

in terms of education and experience, offering unique insights into the relationship between company culture and employee 

engagement. 

ORGANIZATIONAL CLIMATE FINDINGS 

Employees demonstrated great cooperation and collaboration as the teamwork category obtained the highest mean score (4.30).  

Fifth, the communication score was 4.20, indicating that staff members were content with the methods used to share and receive 

information. A mean score of 4.10 was reached by leadership support, indicating that managers are seen positively in terms of 

their direction and assistance. Employees place a high importance on career development possibilities, as shown by the mean score 

of 4.05 for this category. With a score of 3.90, work-life balance indicates that employees are somewhat satisfied with the policies 

of the firm for their personal and professional lives.  

The recognition and rewards category requires improvement in its procedures for rewarding and recognising employees, since it 

obtained the lowest mean score (3.85). 

EMPLOYEE ENGAGEMENT FINDINGS 

A majority of respondents (56.67%) said that staff engagement was strong. Eleven percent of workers showed moderate levels of 

involvement. It seems that the work environment is generally favourable, as just 13.33% of respondents indicated poor involvement 

levels. 

RELATIONSHIP FINDINGS 

There was a favourable association between employee involvement and all elements of the organisational environment. The 

greatest correlation between teamwork and employee engagement was 0.81. fifteen. There were also considerable positive 

correlations between involvement and communication (r=0.78) and career development (r=0.75).  

 With a correlation coefficient of 0.74, the measures of organisational climate accounted for 74% of the variance in employee 

engagement. The three strongest predictors of employee engagement were teamwork, communication, and career advancement.  

The results of the hypothesis testing showed that there is a strong correlation between the various aspects of organisational climate 

and the level of engagement among IT employees. 

5.2 SUGGESTIONS 

In order to increase employee engagement by creating a happy work environment, the research recommends the following: 

1. Strengthen Communication Systems 

The best way for businesses to keep their staff informed about company news, rules, and changes is to set up clear and efficient lines of 

communication. A more engaged and trustworthy workforce is the result of frequent meetings and opportunities for employee input. 

2. Enhance Employee Recognition Programs 

There has to be a system in place for management to recognise and reward employees for their efforts and accomplishments. 

Incentives, prizes, promotions, and appreciation programs are all great ways to show gratitude. 

3. Promote Team-Based Work Culture 

Considering that teamwork significantly affects employee engagement, businesses should promote cooperation, information 

exchange, and team-building exercises to foster better connections among workers. 

4. Invest in Leadership Development 

Effective leadership principles should be taught to supervisors and managers. Staff morale, engagement, and productivity may all 

take a boost from leaders who are both supportive and transformative. 

5. Provide Career Development Opportunities 

Companies should encourage their workers' professional development and career goals by providing them with possibilities for 

advancement, mentorship programs, skill seminars, and regular training programs. 
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6. Improve Work-Life Balance Policies 

Employee support programs, wellness programs, remote work opportunities, and flexible work arrangements may all help workers 

strike a good work-life balance. 

7. Encourage Employee Participation 

Workers must to be motivated to take part in the decision-making procedures. A feeling of community and loyalty among workers 

is fostered when they take part in organisational events and activities. 

8. Conduct Regular Employee Engagement Surveys 

Organisational environment and engagement may be enhanced by the regular administration of surveys that evaluate employee 

happiness, reveal problems in the workplace, and provide solutions. 

5.3 CONCLUSION 

Engaged employes are more critical than ever to a company's success in the dynamic and rapidly evolving IT industry. Employe 

engagement in the IT industry was the focus of this study, which aimed to evaluate the impact of various organisational 

environment factors. The findings indicate that the organisational setting influences employe engagement as well as productivity.  

Several areas of employe engagement were positively impacted, such as teamwork, dialogue, leadership's backing, professional 

growth, rewards and recognition, and work-life harmony. Teamwork, as the most critical component, demonstrates the need of 

cooperating as a group to boost employe engagement and productivity. Possibilities for professional advancement and good 

communication also significantly impacted increasing employe engagement and organisational involvement.  

There was a correlation between a positive work environment and increased productivity, lower turnover rates, more employe 

satisfaction, and better organisational loyalty. Workers who have their contributions recognised and respected are more likely to 

remain with the firm and contribute to its success.  

Last but not least, IT companies should make creating and maintaining a pleasant workplace a top priority. A combination of 

improved leadership practices, enhanced teamwork and communication, higher levels of employe appreciation, and expanded 

opportunities for professional development may accomplish this. These initiatives will not only improve morale, but also increase 

output, innovation, and the firm's resilience over the long term. Creating a positive work environment should be a primary goal 

for every company that wants to thrive in today's competitive market. 
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