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10 Cs and its Effect on Employee
Engagement — Findings among the Generation Y
IT Employees from Bangalore
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Abstract--- Employee engagement has received much consideration in both research and practice due to its
prospect impact on various managerial outcomes. Much has been said about employees engagement since the term
was first coined in 1990 by Kahn with relatively little pragmatic evidence on the same. Findings from the present
survey are expected to enrich not only the available human resource literature on the subject but also will provide
baseline to policy makers while formulating employee retention policies to be celebrated by workers of Generations
Y in general and in Indian IT organisations in particular. So overall it will give focus on proactive steps do leaders
need to take to develop the stage of workers who are engaging in their firm? Employee engagement refers to
emotional attachment of employees towards their job as well as job environment and is considered as a measurable
construct. Employees from the surveyed IT companies of Bangalore were found to be highly engaged towards their
organisation. The following factors came out to be important constructs among others which resulted in high score
of employee’s engagement towards their organisation — Connect, Congratulate, contribute, collaborate and
confidence. Gen Y is more confident as compare to other generations and have high level of expectations from their

employees.

Keywords--- Employee Engagement, 10 C’s Workers Engagement, Generation Y.

I. INTRODUCTION

Delegate duty, as a quantifiable variable, suggests a specialist's certain or negative energetic association with
their movement, accomplices and affiliation which fantastically impacts their preparation to learn and perform at
work. It is intensity of duty and relationship of a delegate towards his affiliation and has direct impact on
gainfulness. An overview of fifty center level representatives from IT firms, situated in and around the city of
Bangalore India, was examined with a point of finding the worker commitment of administrators crosswise over IT

associations and hidden reasons demonstrating high or low commitment inside the area.

Discoveries recommend that higher commitment over the area among the representatives is conceivable with the
feeling that the organization thinks about and values the workers, free and straightforward correspondence with
prompt manager, compassionate mentality of the last towards the previous, acknowledgment of one's commitments
towards the authoritative objectives, and opportunity to take part in the basic leadership process, cited among the

others by studied workers.

Which means and Importance of Employees Engagement - Kahn (1990) first depicted agent duty expressing that

it focused on how mental experiences of work shape the strategy of people appearing and absenting themselves
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during task presentations. Starting now and into the foreseeable future the term has been diversely described by
analysts. For instance, Mackey (2008) demonstrated that specialist duty is the positive tendency that agents have

towards their vocations and besides the motivation and effort they put into it.

Responsibility goes past satisfaction and obligation. Bailey et al. (2015) revealed course of action of five
components filled in as establishment to duty: mental states; authority; work structure; legitimate and bunch factors;
and various levelled interventions. Duty was set up to be unequivocally connected with particular certainty, task
execution, extra-role execution and authoritative execution, and the sign was generally overwhelming in connection

to task execution.

Alan M. (2019) verified that position characteristics and saw progressive assistance are critical markers of work
duty, and work responsibility predicts the movement satisfaction, legitimate obligation, definitive citizenship lead
and objectives to stop and besides mediates the association between the ancestors and the results. To be totally
associated with is to be locked in with and vigorous about one's work (Falcone, 2006). Schaufeli and Bakker (2003),
Schaufeli, Salanova, Gonzalez Roma and Bakker (2001), considered obligation to be fill in as an adversary of shaft
to be drained and portray work responsibility as a positive, satisfying, business related viewpoint that is depicted by

vitality, dedication, and osmosis.

Occupation requests assets (JD-R) hypothesis (Bakker, 2017) is one of the reliably utilized theories to clarify
work obligation. This presumption recommends that an amalgamation of occupation properties and individual assets
pick work execution through operator work obligation. In like way, work duty is all the more than likely when
labourers are gone looking with high difficulties, and have adequate occupation and individual assets open to
manage these issues. Low obligation among workers leads in real money related difficulty for the connection. As
appeared by Gallup (2004) in United Kingdom, unengaged labourers cost their affiliations $66 billion reliably while
in Japan just 09% of the workforce is verified in, the lost capability is $235 billion. Occupation requesting assets
(JD-R) hypothesis (Demerouti, 2017) is one of the routinely utilized theories to clarify work obligation. This
supposition endorses that an amalgamation of occupation characteristics and individual assets pick work execution
through specialist work obligation. In like way, work obligation is all the more then likely when labourers are gone
looking with high issues, and have agreeable occupation and individual assets open to manage these difficulties.
Low obligation among workers leads in real money related affliction for the association. As appeared by Gallup
(2004) in United Kingdom, unengaged specialists cost their affiliations $64.8 billion reliably while in Japan just 9%
of the workforce is verified in, the lost capability is $232 billion.Thus, attracted delegates inside an affiliation give a
high ground to affiliations (Joo and Mclean, 2006). Self-assessment named as main concern assessments people held
about themselves. It is the fundamental supposition that holds individuals towards usefulness, ability, and value on
the work environment. Concentrates discovered individuals with positive centres self-assessments are progressively
capable and responsible during work (Anitha J, 2014). As per Chandani (2017), effective associations ordinarily
treat their representatives with gigantic regard independent of their assignment and pay structure. Different Public
division ponders have demonstrated straightforwardness and equity among representatives cultivates the
advancement of worker commitment (Rehman, 2013). Likewise, worker commitment substantially affects

representative efficiency and ability maintenance (Wilson, 1995).

DOI: 10.37200/1JPR/V2411/PR200139
Received: 05 Nov 2019 | Revised: 06 Dec 2019 | Accepted: 20 Dec 2019 367



International Journal of Psychosocial Rehabilitation, Vol. 24, Issue 01, 2020
ISSN: 1475-7192

Determinants of Employees Engagement Various components choose if a particular pro in the affiliation will
be secured or not. Solitary complexities may expect an occupation in the level of duty. Socio-social factors such the
system to which one has a spot and satisfaction with the affiliation mediates level of responsibility (Schein, 1970,
1987).

Late assessments about factors behind master turnover objective have focused on Generation Y (Gen Y)
workers, that is, the people who were considered some place in the scope of 1981 and 2004, sometimes named the
"Twenty to multi year olds" (PwC, 2014). People from Gen Y are required to address and a lot of labourers
comprehensive in the near future. As a result of different money related setting and speedy progression of the
Internet and correspondence advancement during their formative years, Gen Y characteristics, characteristics,
attitudes, and favoured working styles are believed to be basically not exactly equivalent to those of various ages,
especially the "Individuals brought into the world after WW2" considered during 1944-1965 (Miller, 2006; Cahill
and Sedrak, 2013). In positive habits, the Gen Y workforce apparently is certain, good, and performing different
assignments workers, who are imaginatively smart, innovative, versatile to the extent work time and spot, and
enduring of grouped assortment. On the other hand, some view Gen Y antagonistically as not committed, hard to
work with, not incredible helpful people and, altogether, having a low duty to the affiliation, realizing a high
turnover. Definitive features moreover accept a huge activity in choosing how associated with will a given worker
feel in the workplace (Peiro, 2005). The critical two harbingers of laborer duty are affirmation and care. Affirmation
routinely involves given gratefulness for the incredible work done, where care addresses an enthusiastic holding
which make labourer regarded for the association and have a sentiment of belongingness to the family (Gilson,
2004). Exactly when managers continue emphatically towards labourers and show regard, agents feel obliged to
react that exchange inciting a regularly helpful correspondence (Green, 1993). Various examinations shoes that
relationship with chairmen are a higher need than the relationship with accomplices (IRS, 2005). Various segments
set up work responsibility including family, business related weight and individual relationship at work environment
(Kocher, 2017).

Open entryways for advancement improve the level of duty of the agents. Delegates presumably stay with
associations, which are dynamic and hold capacity (Towers, 2006). Seijts and Crim (2006) recognized ten factors

that the organization may take to improve the level of duty of the agents which are according to the accompanying:

i. Connect: The degree to which the executives passes on that it thinks about and values the workers.

ii. Career: The degree to which the administration gives to the laborers work that is 'testing and important' and
cultivating one's vocation development.

iii. Clarity: The degree to which the objectives, rules and the authoritative tasks are straightforward and
comprehended by the representative.

iv. Convey: The degree to which the administration imparts objectives and gives input.

v. Congratulate: The degree to which great execution brings applause and acknowledgment.

vi. Contribute: The degree o which one's commitment to the 'achievement and fate' of the organization is

comprehended.
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vii. Control: The degree to which the administration enables the specialist to take an interest in basic leadership
and drive activities.

viii. Collaborate: The degree to which the association maintains collaboration over compatibility of personal
matters.

iX. Credibility: The degree to which the administration exhibits straightforwardness and high moral
benchmarks.

X. Confidence: The degree to which the association exhibits high moral and execution guidelines, making a
feeling of positive recognizable proof among the representatives.

The ten elements are huge indicators for representative commitment, i.e., saw status of the association on these

elements would decide the degree to which the workers of the association feel locked in.

The Problem - Most of the discoveries on worker's commitment depend on authoritative practices and techniques
which fundamentally overflow out from ability the executives. Loads of consideration are paid to ability the board
and its consequences for representative commitment yet there is minimal exact proof on the quality of the
connection between the two uniquely for Generation Y. Age Y, which is accepted an age that is open, certain yet
doesn't have a lifelong duty and isn't keen on subtleties and has a not at all like view from the past age. Age Y will in
general believe that they can contrast and different organizations and there is no enthusiastic association or
dependability to the organization as the past workforce. On the off chance that they feel their desires for vocation
aren't being met, they will switch employments. Observational confirmations are required in order to educate

arrangement and practice in association and IT division is no exemption.

Accordingly, there exists an absence of insufficient degree of logical proof to substantiate their cases on worker
commitment. In any case, logical research examining worker commitment exists, however almost no proof is
available to layout its association with ability the board. IT ventures especially experience issues in pulling in and
holding representatives because of high burnout. Henceforth, the discoveries of the present overview are probably

going to conquer any hindrance of in the writing of worker commitment with specific accentuation on IT part.

Il. RESEARCH METHODOLOGY

Understanding the specific factors affecting the dedication levels of the Indian work control is basic to any
association looking to insistently affect the proficiency of its work control. Regardless of the way that the majority
of delegates express positive feelings about their work, their managers, and even their directors, shy of what one
fifth are totally busy with their work (Blessing White, 2002). Revoking this assessment showed that Indian
associations seem to top (72% Employee Engagement Score) on the planet in extents of occupation satisfaction,
(Kenexa, 2009). Regardless, examine over the earlier decade has shown that work responsibility may moreover
contrast inside individuals — transversely after some time and conditions. For example, ask about has shown that
workers are commonly attracted during testing two-hour work scenes (Reina-Tamayo et al., 2011), during workdays
went before by evenings when workers have recovered well (Sonnentag, 2004), and during workdays when they

approach a combination of advantages (Bakker, 2010).
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e There is shortage of organization explicit examinations on representative commitment with unique reference
to India when contrasted with those led in the west. Discoveries from those investigations may in this way,
not be completely appropriate to the Indian situation, which is affected by a collectivist culture and a
blasting activity showcase.

e Subsequently, in the present overview an endeavor is made to decide the patterns in worker commitment in
Gen Y in Indian setting. An examination is done on Indian firms (IT specialist organization) with the
accompanying goals:

1. To discover the representative commitment level of GenY workers in one of Indian IT segment center point
(Bangalore).

2. To discover the apparent degrees of the indicators of Employee Engagement

3. To recognize the indicators which make greatest effect in recognizing exceptionally drew in and low
connected with workers.

I11.MEASURES AND TOOLS USED
An example of 100 forthcoming male administrators of enormous IT business combinations from Bengalore,

India was considered. The planned members were reached by means of their administrators, and educated assent
was gotten, with full confirmation of secrecy. Following this, the essential polls, alongside the General Information
Schedule were sent to all members. An aggregate of 65 surveys were topped off and returned (reaction pace of
65%). After cautious screening, and coordinating of the subjects on the parameters of age, conjugal status, and
financial standing, 50 arrangements of finished polls were chosen with the end goal of research and investigation.
Test Demography - Table 1 abridges the data with respect to the example qualities. The age for the examples male
respondents was seen as 25 - 35 years with yearly salary running in the middle of five to fifteen lakhs. All
respondents were seen as from center and upper white collar class of society.

Table 1: Sample Characteristics

Sample Age Education Income Range Social class

Male executives Middle & Upper

working in IT sector Middle class
The following tests and tools were used for drawing results and conclusion out of the sample survey. A

25-35 years | Graduates and above | Rs.5-15 Lacs p.a.

Questionnaire and a General Information Schedule was designed and developed for the survey whose details are

discussed below.

I.  General Information Schedule-It was structured in accordance with Utrecht Work Engagement Scale
(UWES) which was initially created by Schaufeli and Bakker (2003). It is a self-report survey with 17
proclamations about how one feels at work, to be appraised on a 7 point scale, running from 0 (never) to 6
(Always/regular). The scale yields score on significant spaces — life, commitment and retention just as a full
scale score on the degree of worker commitment.

Il. Poll - The Employee Engagement Predictor Questionnaire (EEPS) was created for the study reason. The
EEPS was a numerous decision poll with 32 things, to be appraised on a 5 point Likert scale (running from

Strongly Agree/Always to Strongly Disagree/Never). It was intended to quantify the degree to which a
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worker sees his/her association is endeavoring to guarantee the Ten C's of Employee Engagement (Seijts
and Crim, 2006) as examined previously.

I11. Insights Employed-The gathered information was investigated by different measurable tests. Insights were

likewise used to distinguish the particular indicators, which are seen to have huge levels in associations.
Two route Analysis of Variance was utilized for this. At last, connection investigation was done to discover
the degree to which worker commitment and representative commitment indicators were relied upon to
coincide in an association.

Results - Table 2 speaks to the proportions of focal propensity and the proportions of inconstancy of the scores
acquired through inspecting. It was discovered that for the UWES, the representatives administrators from the IT
organization (M = 3.35). In every one of the sub spaces, viz. force, commitment and retention, than that acquired by
the last mentioned (3.2, 2.9 and 3.5 individually). A similar example is unmistakable if there should arise an

occurrence of the scores on the EEPS. Officials from the IT firm got a mean score of 150.92.

Table 2: Descriptive Statistics Relating to the Scores Obtained by Employees of the IT Organizations on UWES and EEPS Response

Sample IT firm Employees : _
Mean Median Standard Deviation
. Vigour 3.25 2.80 0.70
\s/\L/fr)\r/E;nd Well Being Dedication 2.95 2.29 0.47
Absorption 3.50 3.05 0.33
UWES Total 3.25 3.05 0.90
EEPS Total 150.85 99.00 29.95

Table 3 shows Inter-correlations of levels of employee engagement and perceived levels of employee

engagement predictors for the sampled employees of the IT firms.

Table 3: Inter-Correlation of Levels of Employees Engagement on UWES and EEPS Response

Coefficient of Correlation in case of the employees of the IT firm (UWES response) 0.72
Coefficient of Correlation in case of the employees of the IT firm (EEPS response) 0.65
To find the specific predictors of employee engagement that is affecting the levels of employee engagement of

the employees of the organizations under study, significant mean score (p - Value) were obtained on all the ten C’s
(Table 4).

Table 4: Significance Means Scores Obtained by the Employees of the IT Firm on the Domains of the EEPS

Domain P -Value
Means Connect | 0. 008*
Career 0.0523
Clarity 1.2350
Convey 0.9740
Congratulate 0.0019*
Contribute 0.0095*
Control 2.915
Collaborate 0.0075*
Credibility 3.12
Confidence 0.008*

*Significant at 0.01 level
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1V. DISCUSSION
Representative Engagement is a fundamental thought adding to various levelled proficiency, ; Execution and

long stretch continuance (Nowak, 2006; Maitland, 2005).0rganizations with particularly attracted labourers will by

and large show progressively unmistakable advantages (Woodruffe, 2007) and turnover (Harter et, al. 2003).

In the present examination, IT affiliations were picked on the proportion of sensible business execution, with a
yearly turnover of over INR 500crores, moderate to raise degrees of agent responsibility in the affiliations were
typical and the revelations avow the wants. In the affiliations the mean score on labourer duty is superior to
anticipate. Further, there were tremendous mean scores obtained by the model bundles on the obvious degrees of the
agent duty markers and the-factors expected to mediate the level of specialist responsibility of the labourers in an
affiliation (Seijts, 2006). High positive coefficients of association 0.67 (if there ought to emerge an event of IT
firms) between the scores on the elements in the affiliations avows the wants that the obvious degrees of labourer

responsibility pointers will correspond with in the degrees of agent duty in affiliations.

In order to find the specific markers that are impacting the degrees of agent responsibility in the affiliations, the
vitality of the mean scores of the labourers of the relationship on all of the pointers were procured. It was found that
a gigantic qualification exists in the clear degrees of the going with markers — Connect, Collaborate, Congratulate,

Contribute and Confidence. The results agree to past revelations and recognition's (e.g., Sadavarti, 2006).

V. FINDINGS

The study helped to identify some predictors of employee engagement whose perceived levels varied. These
predictors play an important role in determining levels of employee engagement in the IT setting. Based on the
variables recognized, the accompanying practices were prescribed at the working environment for upgraded worker

commitment and responsibility.

Right off the bat, the association should make it feasible for the laborers to interface and contribute sufficiently
to the framework. This should be possible by including the officials increasingly more in the basic leadership
process or by furnishing them with more self-governance in their utilitarian territories in regards to ordinary choices.
Since Gen Y grew up with innovation, they can play out their employments better. Furnished with cell phones,
workstations, and different devices, this age is connected day in and day out and can work from anyplace. They like
to impart through email, content informing, and whatever new web based life stage (i.e., Twitter, Instagram)
companions and associates are utilizing. It is likewise important to make HR strategies clear to the workers,

particularly to the new officeholders.

The board of any organization must acknowledge great execution and empower the representatives. Gen Y
workforce is progressively certain and have elevated standards from their managers. They are fearless enough to
address authority and need significant work. Great work ought to be perceived reliably, through month to month and
yearly staff grants, and might be recognized freely, through shared messages or in bunch gatherings. It is imperative
to thank workers as regularly as possible — supervisors with groups with world class commitment levels state '

Thank You' in the yearly evaluation structure (Ludwick, 2006).
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Likewise, work commitment may originate from empowering individual relationship in the working
environment. To have upbeat and affianced representatives, work ought to be blissful. Research has indicated that
perkiness is decidedly identified with both employment fulfillment just as well as occupation execution, therefore
guaranteeing higher duty (Yu, Wu, Chen, and Lin, 2007). One may experience bunch exercises for the
representatives to encourage socialization; Through different motion pictures, picnics or sports, or commend
birthday events, commemorations and other social and otherworldly events at the working environment, which are
of social and enthusiastic hugeness to the representatives. Without a doubt, Gen Y individuals will go when and
where they have to so as to accomplish higher abilities. In this manner, associations need a scope of techniques to
hold Gen Y ability.

VI. LIMITATIONS AND SCOPE FOR FUTURE RESEARCH

It is imperative to take note of the restrictions of the present investigation. A significant deficiency is that the
example size isn't enormous, and henceforth the examination requires further work and examinations to land at
speculation of any structure. Also, since the exploration was restricted to just IT associations, huge varieties in
patterns inside associations of comparative nature couldn't be investigated. While the discoveries give significant
experiences into the patterns in worker commitment of Gen Y representatives in the IT situation among the male
officials, it can't be said whether similar patterns hold useful for female representatives excessively working at

various levels in the association.

VIlI. CONCLUSION

The significance of representative commitment in the authoritative setting is irrefutable. The present examination
uncovers numerous elements that seem to influence the degree of worker commitment of the center level
representatives in the Indian IT sector situation. By and large, the parts that were seen as significant were; preparing
and improvement, authoritative culture and network, which must all be embraced at the same time so as to
accomplish the best outcomes. Subsequently, it is suggested that these elements ought to be considered while
structuring hierarchical approaches on decentralization, prizes and motivations, correspondence of data, worker

vocation advancement, and creating authoritative brand picture.
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