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Abstract 

Indian IT sector is confronting with multiple issues and challenges from the available talent and utilization of the talent. In 

order to maintain high level of motivation of the workforce is effective engagement of the workforce. Trust in the management 

is the key is the key component of the employee engagement. At least employee must be aware about what drives the company 

they working for, what are the organizational goals and how to achieve those goals. Proper transparency and effective 

communication can buildup the trust among the employees and management.  On the basis of various researches is has been 

observed that the main factor which generally affect on the motivation of employees is their behavior. This research is mainly 

focusing on the different challenges and issues of employee engagement in IT companies and also provides the brief overview 

about the new trends of employee engagement in IT sector. Employee engagement as a propulsive concept & practice is 

gaining momentum because; now the organizations focus on strengthening the internal environment by constantly employing 

effective engagement mechanisms in order to retain a highly motivated work force. The research is give some suggestions 

regarding a model that can be used for engaging employee in an effective ways in organization by satisfying both the career 

aspiration  of employee and the organizational goals. 
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Introduction:  

Organizations have come to realize that in today‟s constantly changing business scenario, the most valuable resource that needs 

to be leveraged is human resource. This means not just attracting the crème-de-la-crème and retaining them but keeping them 

motivated and committed to achieving the organization goals. Though Employee Engagement (EE) as a business buzzword has 

generated research and steam since the new economy service industries like IT (Information Technology) and ITES (IT enables 

services) have taken off, the origins of engagement are as old as mankind itself. We shall try and decode and define employee 

engagement as used and implemented by organizations today by looking at the very origins of engagement practices. 

Information Technology & Information technology Enabled Services (IT- ITeS) sector with its rapid evolution &cutting edge 

competitions is changing the structure of Indian business quality. The Indian IT & ITeS industry is divided into four major 

segments - IT services, BPM, Hardware & Software Products & engineering Services. The Indian IT industry serves to be a 

crucial factor that imparts economic transformation of the country & brought back the country a significant position in the 

global economy. Identifying the abundance of cost effective eminent talents & market opportunities, several global IT firms 

have started innovation centres in India, thereby gaining the country prominence in terms of intellectual property also. The 

boom in the industry has its imprints on the Indian education sector also & it has created enormous demand for courses like 

engineering, computer science etc. Apart from the splendors enjoyed, the industry is facing critical external as well as internal 

challenges. The globally fluctuating socio-economic, political & legal conditions accounts for the external challenges where as 

talent crunch, cultural impacts on the performance, disengaged employees & the growing insecurity among the employees 

leading to trade unionism tends to shake the internal equilibrium of the Indian IT industry. Employee engagement as a 

propulsive concept & practice is gaining momentum because, now the organizations focus on strengthening the internal 

environment by constantly employing effective engagement mechanisms inorder to retain a highly motivated work force.  

 

Literature Review 

Solomon Markos and M. Sandhya Sridevi (2010) “identified ten points in order to have employees engaged in any 

organization. They are: Start it on day one, start it from the top, enhance employee engagement through two-way 

communication, give satisfactory opportunities for development and advancement. Organizations should ensure that employees 

have everything they need to do their jobs, give employees appropriate training, have strong feedback system, Incentives have a 

part to play, build a distinctive corporate culture, Focus on top-performing employees”. 

Bhatla (2011) “ focused on the need for such employees and how their presence can improve the progress and work efficiency 

of the organization as a whole. Also focused on the challenges faced by the HR managers to improve employee engagement for 

an organization‟s survival”. Yasmin Janjhua (2011) “in her study proved that job characteristics contribute to job engagement, 

and organizational engagement. If the employees feel that their jobs provided variety, freedom, identity and proper feedback the 

employees get more engrossed and engaged in their work thereby leading to more quality, productivity and efficiency. 
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Perceived organizational support was significantly positively related to job engagement and organizational engagement”. Farai 

Ncube and Steven Jerie (2012) “in their study identified the importance of Employee Engagement in hospitability industry. 

This research also highlighted the other determinants of competitive advantage in the two organizations, but equally indicating 

the significance of employee engagement”. 

Ms. Rashmi Ghamawala, Ms. Rakhi Thakkar and Dr. TruptiS. Almoula (2014) “in their study compared Employee Engagement 

Practices at Public and Private Banks. It also aims to identify the factors that promote better employee engagement practices in 

these Banks. Sample population comprises of 100 employees taken from both these banks. Study reveals that in PSU Banks 

most prominent cultural factors includes Open Communication, Loyalty, Equitability, Knowledge Sharing, while least factors 

are Celebrating Success, Motivation, and Participation. Most prominent cultural factors in private banks found are Inter- 

personal orientation, Loyalty, Open Communication, Caring Culture, Growth and Advancement while least prominent factors 

found were Motivation, Open Communication, Mutual Respect, Trust, and Risk Taking Culture. Study also found that most 

important job related factors in public sector banks were Job Clarity and Job Satisfaction while in private banks, Job Clarity, 

Elasticity of Goal, Feedback on Productivity etc. were found and least important factors that were common in both banks were 

Job Fit, Flexibility to work and Continuous Improvement”. M.Jabeen and Dr. Lalitha Balakrishnan (2014) “explained that 

human resource management has undergone a paradigm shift in its approach towards Human Capital. All organizations are now 

vying with each other to attract, recruit and retain their competent workforce. Such talented employees have proven to be the 

force behind successful organizations. Various strategies and methods to manage the talent pool have been studied and adopted 

by HR managers. This paper attempts to explain what constitutes the Employee Engagement, certain drivers or factors that will 

help in having an engaged work force include: Two-way Communication, make available all resources, Appropriate training, 

Benefits linked to engagement, and Strong feedback 

mechanism. Highly engaged employees create a substantive contribution to their organization and may possibly envisage 

organizational achievement, however the reverse holds true yet. Disengaged  employees are often a serious problem for the 

organization”.  

Ayers (2006) “ evaluate disengagement to a cancer that may gradually decay the organization. ustomer satisfaction, employee 

retention, and productivity are all at danger unless burnout and sengagement are often controlled. Companies should take 

proper measures to reduce the level of disengagement. Interestingly, few research studies illustrated employees generally do not 

seem to be engaged with their work. The absence of Engagement is the most common problem throughout the world” which 

influences both massive and tiny organizations‟ making them incur heavy expenses, fail to meet expectations on vital errands, 

and to make ceaseless of client disappointment Rampersad, (2006). “Disengagement will have an effect on the financial 

performance of an organization too. An engaged employee may reduce disengagement and burnout, and was empirically 

proved that it is a crucial element for the success of an organization as well as individual customers”. 

Research Gap 

Various researches have taken place to identify the predictors & antecedents of employee engagement, as well as to analyze the 

relationship of the construct “employee engagement” with organizational commitment, job satisfaction, motivation, stress, 

coworker & organizational support & other job related constructs. But, the emerging trends & their impact on “employee 

engagement” in IT industry has studied. The challenges faced by effective engagement mechanisms in IT industry also remains 

as a grey area. 

Research Methodology 

The Objectives of The Study 

The major objective of conducting this study is as follows: 

To study the emerging trends & challenges in implementing effective employee engagement mechanisms in IT industry. 

To develop understand the impact of employee engagement in achieving organizational goals. 

To understand  a model for a more „effective employee engagement by blending both the career aspirations of the employees & 

the organizational goals‟. 

Research Design 

The study is a qualitative secondary research, exploratory in nature, & involves a detailed review on the existing literature on 

employee engagement. The study also explores into the emerging trends & challenges in “employee engagement” in Indian IT 

industry. This study is based on secondary data through existing literatures on employee engagement. 

Data Collection Methods 

Secondary data is used in this study & data was collected through journals, magazines, articles, blogs & professional HR groups 

Limitations of The Study 

The secondary data collected from the reliable and authenticated sources were sometimes not very specific and this leads to 

making fair assumptions by the researcher, which may not be 100% valid all the times. Secondary data was very risky and is to 

be used only when their reliability, suitability and adequacy have been ensured. If this is not done, the results of the 

investigation may not be fully correct and the published data may not be always reliable and exactly as per the needs of survey 

work undertaken. However, to overcome the limitations and maintain the effectiveness of research work sincere efforts were 

put into the study. 

Findings 

1.New Trends in Employee Engagement in The Indian IT sector. 

Indian IT sector in its challenging course of action is focusing on exclusive engagement strategies bottom lined with the 

principles of communication, appreciation, rewards, recognition & care. The present day witnesses the transformation of the 
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workplace into a „nurturing hub‟ of employees where their personal & professional aspirations are taken care of in an 

imperative manner; identifying the critical role played by employee engagement in enhancing the overall performance of the 

organization. Earlier the scope of employee engagement was very much limited & it just existed as an extension of employee 

satisfaction & motivation policies. With the advent of Generation Y & Generation Z employees, a tremendous change has taken 

place in the attitude of IT organizations towards “engagement” & it just revamped as a top-notch tool for competitive 

advantage. So it is very important to analyze the changing trends in “Employee engagement” as the reliability & validity of the 

newly added factors remains as prospective research areas in employee engagement.  The emerging trends in “Employee 

Engagement” can be explained briefly to understand the transformation that has happened in the concept. 

2.Open Communication Platforms. 

The twenty first century organizations stresses on the importance of open communication in organizations. Organizations 

conduct special events & webcasts toencourage the employees to open up with the seniors & top management so that a sense of 

transparency & belongingness can be nurtured in the organizations. An open organizational culture is definitely a booster for 

effective employee engagement.” 

“ Wipro meets” at Wipro is an ideal example for such an open platform. Usually such sessions witnesses presentation of the 

financial results, new initiatives, & updates from different parts of the world over the organization. 

3.Social Media As A Tool For Internal Communication 

Social media has proved to be an effective tool for external activities such as branding, marketing & recruiting .Recently social 

media has been adopted as a tool to enhance internal organizational communication, collaboration, innovation & knowledge 

sharing amongst the employees. Both public as well as companies‟ internal social media platforms are made available to the 

employees. The social collaborative platform called MEME(HCL), Accenture People(Accenture),Infy Bubble(Infosys) are 

successful examples of social media enacts a critical role in enhancing internal communication, peer relationships, & 

collaborative learning among the employees. 

4.Blogs For Imparting Informal Dialogues 

Communication has become the watch word of success today & identifying this pulse organizations are trying to impart open, 

informal communication among the employees through blogs, which is an effective medium for healthy discussions & 

expressions. Such initiatives help the organization to boost up creative ideas as well as to create an emotional bonding among 

the employees & also with the organization. 

5.Collaboration with Academia 

Organizations are well aware about the precedence of knowledge in this era of cut - throat competition & arrange for ample 

facilities to impart knowledge & higher education for their employees. Collaboration with world class universities has now 

evolved as a new engagement strategy. To help their employees learn & grow HCL has tied up with two leading institutions -

U21 Global & Harward Business School Publishing, for the purpose of advanced learning & higher education to its work force. 

On the other hand IT organizations opens a new chapter by contributing to improve the overall engineering/technical education 

in the country by empowering the faculties with innovative teaching techniques & tools. Mission 10 X by Wipro is such an 

initiative. 

6.Gamification 

The usage of Games or Gamification at the workplace usually for repetitive tasks, engaging in smart hiring, for gaining 

performance related task has proved to be useful in increasing the involvement of employees at their job. This strategy helps to 

avoid the brain drain created by monotonous jobs. 

7.Eco- Sustainability Initiatives 

The Eco-sustainability initiatives & Go Green campaigns such as planting trees, making the work place more ecofriendly, 

screening ecological movies, putting up stalls for eco-friendly products, encouraging the use of mass transport than individual 

vehicles etc. creates among the employees a feeling of respect & dignity for their work place & this thought can indirectly 

influence them to engage in their work more productively. 

8.Women Empowerment & Appreciation Programmes 

“Employee Engagement” practice is now moving through an exigent phase of exclusive “Women employee engagement 

programmes”. Floating through the stress & stringency of family life & work life women employees are losing their personal 

space for creative & innovative thoughts & even though they are not at all happy with the workplace their proximity causes 

prevent them from switching over the job; the ultimate result is a totally disengaged employee. Luckily, the organizations are 

now seriously approaching this issue & lots of measures have been implementing in this regard. Apart from the flexi timings& 

day care facilities ensured, a healthy relationship with the work place, co-workers & superiors, can engage a women employee 

more effectively. 

9.Fitness Programmes 

The new-fangled organizations focus much on ensuring proper health for their employees. Employees in their busy personal life 

sometimes fail to spend time for regular health checkups & diagnosis. Fitness programmes offered by the organizations to a 

certain extent solve this issue. 

10.Rewards & Recognition Programmes 

Rewards & recognition programmes remains the all- time spectacular component of employee engagement programmes. But 

the pattern of such programmes have changed catering to the changing needs. Online-instant recognition programmes which is 

reachable for all the employees irrespective of their location is a new trend in this regard. Identifying & rewarding the leaders 

who have institutionalized best practices to motivate, engage & retain the employees in their team will help to motivate the 



Sambodhi 

(UGC Care Journal) 

Copyrightⓒ2021Authors 

ISSN: 2249-6661 

Vol-44, No.-1(III), January-March (2021)  

   100 
 

team leaders as well as the employees to utilize their full potential in the jobs. 

11.Family time at the Campus 

Building a strong bond with the employees as well as their families have now found  to bae an effective engagement strategy 

practiced by the business tycoons. By arranging family meets in the work place & conducting entertaining events for the 

employees‟ kids, organizations transform the official work environment into an informal but productive hub where the 

organization & the employees merge into a “Family”. Petit Infosyon day(Infosys), Kids @ Wipro(Wipro) are such initiatives by 

the organizations. 

12.CSR Programmes 

Focusing on creating a social value for the organization , conjointly building a stature among the employees ,CSR programmes 

are taking up new faces by being more inclusive , & providing the employees more opportunities to be a part of it. 

13.Employee Engagement Trends to watch in IT industry 

Employee experience takes precedence: The corporate culture across IT organizations is experiencing a paradigm shift. IT 

companies are going beyond the idea of merely retaining employees. They are now integrating the core dimensions of 

engagement, culture, and performance management, to bring about a more evolved „Employee Experience‟ for their workforce. 

We are also observing a more proactive usage of technology in the HR functions, deploying pulse feedback tools to understand 

employee sentiment, facilitating new-age communications convenient for the workforce, productivity tools to make 

performance more conducive, and employee wellness applications to ensure a holistic work-life balance. This enables the 

forward-looking enterprises to establish and evaluate employee journey map, which is quite similar to the customer journey 

maps that customer servicing teams sketch to visualize and enhance their customer experiences. 

14.Human Analytics: A survey conducted by PwC has revealed that 86% of organizations are either developing or enhancing 

their „people analytics‟ in the coming one to three years as a „strategic priority‟, while 46% respondents already having 

dedicated people analytics team. But what is this human analytics? Today, a majority of organizations rely on the perception of 

a manager or a recruiter to judge a current or prospective employee. But this judgement is prone to inaccuracies which can 

ultimately result in inefficiencies and friction. Human analytics is the process of using data analytics to make these judgements 

free from human biases and oversights. This makes management of human resources backed by credible data. 

15.Strong Company Culture: Today, businesses are focusing more on developing a strong and distinguished company culture. 

This is to ensure that the entire organization generates a unidirectional effort to achieve a company‟s business objectives while 

keeping its core values intact, and keep this culture intact by aligning their current and prospective employees with it. This also 

creates greater consistency across all customer and service touchpoints. In the near future, more companies are expected to lay 

emphasis on developing a strong corporate culture, mission, with the employer brands focusing on creating and promoting the 

image of extending a fair, inclusive and honest workplace. 

16.Emergence of Gig Economy: The gig economy, also known as the contingent workforce, refers to a growing number of 

independent specialized professionals who are breaking the traditional 9-6 job and taking work as a freelancer. The so-called 

“gig economy” is altering the way that professional view and perform work, and organizations must be ready to respond with 

innovative policies and program. According to a survey done by “The Times Group” company called- 'Gig economy: The rise 

of mobile workforce', reveals that 41% of HR professionals think IT and tech sectors will emerge as the largest employers of 

freelancers. HR leaders should look beyond traditional resumes and enterprise employment models to find talent and should 

develop methodology to incorporate Freelancers into existing organisational workforce. 

17.Diversity to propel businesses on their growth trajectory: A report released by McKinsey & Company „Delivering Through 

Diversity‟ in early-2018 found out that the companies in top quartile of gender diversity were 21% more likely to outperform 

on profitability and 27% on superior value creation.  

18. Major Challenges Identified in the Engagement Programmes in The Indian IT Sector. 

The consistent efforts by the organizations to effectively engage their employees often met with potential challenges that totally 

disrupt the engagement mechanisms which in turn affect the overall health of the organization. Some of the major challenges 

identified in this study are: 

19.Poaching & Cut -Throat Competition 

Fervid competitions, lucrative offers& unethical practices like poaching raise serious threats to the employee engagement 

mechanisms. Engagement mechanisms  have to be elated in order to overcome such challenges. Though the working 

organizations provide excellent packages & benefits employees sometimes carried away by the offers of the competitors‟.So it 

is imperative to identify such sensitive factors that come on the way of effective engagement of employees. 

20.Dis-Engagement of Women Employees 

As multiple role players the women employees face lots of challenges at their work space & personal life. Due to 

family,travelling concerns, they sometimes get forced to stick to an unhappy work place which in turn leads to total dis 

engagement; which is detrimental for both the organization as well as the employee. So engaging the women work force by 

scrutinizing the sensitive issues should be a priority for the organizations. Work stress, Lack of coworker- supervisor support, 

unsafe working environment, lack of recognition, health related issues etc are identified as the potential challenges in “women 

employee engagement”. 

21.Generational Differences 

Each generation is unique with its traits &demeanors, attitude towards work & work environment, expectations from the 

workspace, opinions on rewards & recognition programmes & approach towards coworkers & technological advancements.So 

it is a real challenge to devise an engagement programme which full fills the expectations of a multigenerational work force. 
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22.Insecurity Issues 

The fear of job loss grapples IT industry at frequent intervals, & the insecurity rushes up with the globally fluctuating legal, 

political & economic scenario. The related stress & anxieties hold back the employees from effectively engaging in their work 

& negatively affects their productivity. 

 

Conclusion 

Employee engagement is a critical function that needs consistent research & constant monitoring throughout the life of an 

organization. Devising an ideal employee engagement programme needs the support from the employees & the organizations 

should take into account the personal, professional, & social aspirations of the employees while designing & implementing the 

programme. The changed lifestyles of the employees & the potential challenges present in both the internal & external 

environment have deep impacts on the employee work life. The success of an employee engagement programme lies in tackling 

such crucial challenges & changes. 

 

Suggestions 

The IT organizations should adopt a comprehensive “Employee Engagement “model which accommodates & nourishes the 

personal, professional & social life of the employee by giving due consideration to the gender & generational differences. 

“Employee Engagement” is a sensitive yet complicated concept that requires constant research & experimenting. The 

“Employee Engagement” programmes of each organizations embodies their culture, values, & prerogatives & it is an arduous 

task to go for a one hand solution. Recognizing the limits, this study put forwards an “Employee Engagement model” which 

could be used as a common basement for the employee engagement programmes in IT organizations. 

Bottom-line Model for Employee Engagement Programme in Indian IT Organizations. 

The model is based on four pillars such as Quality time for the employees, Exclusive engagement programme for women, 

breaking the generational silos, Rewards, Recognition&Relationship with the society(R3). It envisages the cumulative result 

that an ideal comprehensive engagement programme is expected to provide. 

Ensuring Quality time for the employees. 

The organizational initiatives to ensure quality time for the employees through different polices like flexi timings, family tours, 

get togethers at the office etc. could create an emotional bondage between the employees & the organization this would leads to 

atendency to work productively during the work hours. 

For IT employees constant upgradation of skills & training is mandatory to cope with the rapid advancements in the 

technology. Organizations should provide the employees ample opportunities to develop & grow by consistently employing 

training programmes & higher education programmes at the work place. 

Providing a platform for creative & innovative initiatives by the employees will definitely boost up their motivation & 

commitment towards the organization & studies shows up that highly motivated & committed employees can be effectively 

engaged in the work than others. 

Engagement programme for women 

An exclusive engagement programme for the women employees will definitely help the organization to mould a highly 

motivated, engaged, productive women workforce & such programmes contrive a more refined organizational culture where 

there is no room for gender disparities, atrocities against women& glass ceiling issues. A healthy organizational climate with its 

crux on supervisor support & coworker support is the foremost requirement for effective engagement of women employees. 

Organizations should be capable of providing equal opportunities for the women employees, because a feeling of getting 

sidelined imparts a baleful shade on engagement. Regular health checkups, Safe transportation facilities, a platform for creative 

initiatives & for raising grievances ,day care facilities, flexi timings etc. can provide the women employees a feeling of support, 

security & dignity. 

Breaking the generational silos 

Generational differences can have an adverse effect on employee rapport & this in turn is a potential threat for effective 

engagement of employees in their work. By involving staff members with diverse attitude & complementary skills in project 

teams, conducting outdoor staff events, & implementing programs like reverse mentoring such generational silos can be broken 

& a team spirit can be developed among the employees. 

Rewards, Recognition & Relationship with the society (R3) 

Collecting employee inputs on reward preferences & following an inclusive approach in recognition programmes improves the 

relationship of employees with the organization & the result can be a highly enthusiastic, engaged employees. 

Organizations should ensure that employees should not shrink into their silos without knowing, understanding, & feeling the 

happenings in the outer society. So instead of employing a special team for the CSR initiatives, organization should give the 

employees opportunities to participate in such programs & this would provide the employees a sense of self-respect & value, 

which in turn get reflected in their work. 

 

Figure:1 BOTTOM LINE MODEL FOR EMPLOYEE ENGAGEMENT IN INDIAN IT ORGANIZATIONS. 
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