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Abstract 

This paper examines the complex interdependency between job satisfaction and employee engagement, 
and how these factors work together to positively impact organizational performance. Since most of a person's 
life is spent working, the level of motivation and interest that employees achieve becomes an overarching 
determinant of productivity, satisfaction, and overall wellness. In the highly competitive and dynamic business 
world of today, organizations need to acknowledge and foster the correlation between employee engagement 
and job satisfaction in a bid to sustain a motivated labor force and long-term success. 

Employee involvement is the degree to which employees are actively encouraged to take part in 
decision-making, contribute their ideas, and claim ownership of their responsibilities and roles. When workers 
feel appreciated and part of the group, they are more likely to be emotionally and mentally engaged in their job. 
This increased level of engagement boosts job satisfaction, which is a central psychological state that indicates 
how satisfied people are with their jobs, roles, and work settings. Job satisfaction, in turn, has an important role 
in shaping employee behavior, lowering turnover intentions, and building organizational loyalty. There is 
increasing research evidence that reinforces the idea that employee engagement is a bridge between satisfaction 
and involvement. Engaged workers have increased levels of energy, are more attached to organizational 
objectives, and have higher levels of performance on a consistent basis. This article brings together multiple 
studies and empirical evidence that continue to indicate a strong link between employee engagement and job 
satisfaction. Evidence indicates that employees who report greater job satisfaction are frequently individuals 
who feel strongly connected and committed to their organization and work. 

In addition, organizations that support a culture of inclusion and engagement not only experience 
enhanced employee morale but also registered increases in productivity and profitability. The findings of the 
study emphasize that by building an environment conducive to employee engagement via open 
communication, recognition, career development opportunities, and encouraging leadership organizations can 
more effectively foster motivated and engaged employees. Such engaged employees become more contributive 
to organizational goals and create a sustainable source of competitive advantage for the organization in the 
marketplace. In summary, investment in initiatives that increase employee engagement and participation is 
necessary to create a strong, high-performing organization. As this essay illustrates, higher employee 
engagement results in higher job satisfaction, which ultimately translates to better performance, innovation, and 
organizational growth. 

 
Keywords: Employee Engagement, Job Satisfaction, Attrition, IBM SPSS 20 
 
Introduction  

An organization's human capital, or people resources, are essential to its survival. They are one of the 
production variables that help the company grow. They make a substantial contribution since they are a vital 
component of the many functional areas of the business. They are working for the company to achieve its goals. 
Megginson1 argues that "human resources represent the entirety of the inherent abilities, acquired knowledge, 
and skills as exemplified in the talents and aptitudes of its employees, whereas, from the viewpoint of the 
individual enterprise, they are knowledge, skills, creative abilities, talents, and attitudes obtained in the 
population." Employees are the most valuable resource of a company. Managers of human resources are more 
concerned with how happy workers form a productive workforce. The desire for work-related organizational 
environments can be driven by several factors for managers and employees. Managers need content employees 
because they care about their employees. Results-driven managers seek happy employees since they may work 
more productively, miss a few days of work, and stay on the job longer. Furthermore, happy employees usually 
produce higher-quality work than their unhappy counterparts. Studies on workplace humanization indicate that 
contented employees generate higher output, and contented people lead to more efficient organizations. 

Work satisfaction is a significant determinant of attrition. It has significantly greater credit than monetary 
values. Offering appealing benefits and a stimulating work environment will make employees very happy, 
which will increase employee turnover and decrease attrition. Job satisfaction is a key element that could reduce 
attrition. Satisfied employees grow into pillars, and the company grows gradually with them. The assessment 
indicates that approximately 20.16% of respondents are satisfied with their positions and their jobs. These 
people are the Brand executives; they have a strong sense of loyalty to their employer. They remain because of 
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their dedication and perseverance, even when the organization provides competitive pay and performance 
reviews.  

They are the company's constituents and help it achieve its objectives. Companies must make sure they stay that 
way as part of their mission. The companies must maintain them as such. Employee dissatisfaction percentages 
hover around 1.52% in every firm. They don't appear to be happy where they are right now. Instead of creating 
space for advancement, they are always criticizing the business. Since 0.51% of people seem to be dissatisfied, 
these categories include resignation and position changes. The corporations nevertheless need to give these 
people a serious assessment, even though their share may have been little in contrast. Review shows that not 
many people don't care about their jobs. They are not satisfied, but they are also not happy with their work. 

 

Need for the Study 

Employee satisfaction, often known as job satisfaction (JS), refers to a person's emotional state regarding their 
position at work (Warr & Inceoglu, 2012). The outcome of an employee's labour is determined by their level of 
satisfaction, which is reflected in the profit they generate. Absenteeism and volatility are two more variables that 
have a strong relationship with satisfaction. These two elements have a direct impact on a company's efficiency 
and successful growth. research on job happiness was first conducted by psychologists in the early 1920s of the 
20th century. One of the earliest studies of this type was conducted in a Western Electric Company unit and 
demonstrated that working productivity rose independently of changes in the workers' physical perspectives and 
adverse situations. The purpose of the studies was to identify more effective strategies for influencing worker 
productivity. Among the initial variables with a rate of variability in an organization are communications 
regarding the job position, attention to occupational safety, duration of employment, and satisfaction levels 

 

Literature Review 

Work satisfaction and employees' engagement are some of the best-researched constructs in both organizational 
behavior and human resource management, approximately individual employee performance and team 
dynamics as well as intensive and permanent impact on general organizational success. Those two factors, 
besides being essential drivers of productivity, also strongly influence workplace culture and long-run stability 
of every organization. Because organizations quickly realize the value of human capital as a strategic asset, how 
employee engagement influences job satisfaction it has become the central theme of scholarly research and real-
world application. 

The connection between employee engagement and job satisfaction has garnered considerable interest because 
of its multifaceted, intricate nature. Researchers and doctors alike have also discovered that engaged employees, 
who are emotionally committed, are mentally concentrated, and are physically engaged in their work, their work 
is more likely to be satisfactory. This subsequently translates into improved performance outcomes, such as high 
productivity, low turnover, and higher organizational commitment (Massey and Schneider, 2008). Job 
satisfaction, however, has been known to be a major determinant of employee well-being, retention, and 
motivation for many years. This is the general attitude of an individual towards his work, influenced by both 
internal (eg, sense of meaningful work, opportunities for development) and external factors (eg, pay, working 
status, and job safety). 

The association between employee engagement and job satisfaction has been consistently confirmed by recent 
studies, demonstrating a strong, positive, and reciprocal association between the two variables. Employee 
engagement made up of emotional commitment, passion, and deep attachment to work has been found to 
strongly influence job satisfaction. Existing literature, which includes work conducted by Rai and Maheshwari 
(2021) and Albrecht et al. (2022), confirms that the most engaged employees are the most satisfied with their 
jobs, their responsibilities, and where they work. These employees are likely to get meaning from work, 
perceive that leadership is with them, and are motivated by reward and career advancement opportunities. 
Conversely, high levels of job satisfaction result in increased engagement through the development of a positive 
emotional climate, reduced stress, and discretionary effort. Gallup's (2023) large-scale survey also confirmed 
this relationship, indicating that organizations with higher employee engagement scores also had significantly 
higher satisfaction and retention rates. The study also noted that companies which actively invest in workers' 
well-being, communication, and empowerment have greater alignment between engagement and satisfaction 
levels. This synergetic interdependence further leads to a virtuous cycle where engagement drives satisfaction 
and satisfaction stimulates engagement, leading to improved productivity, innovation, and organizational 
commitment. Engagement and satisfaction are thus both essential to foster in order to create a high-performing, 
resilient team in the fast-changing workplaces of today. Job satisfaction often varies with the total years of work 

studies have explored this relationship, with findings suggesting that job satisfaction tends to increase with 
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experience particularly in the early to mid stages of a career before plateauing or slightly declining in later 
years. According to a study conducted by Ng and Feldman (2010), the most experienced employees tend to be 
more satisfied with their jobs due to higher job mastery, stability, and organization familiarity. Experienced 
employees are also more realistic in their expectations, which assists them in controlling stress and having a 
positive work attitude. This has been supported by research by Kosteas (2011), which states that years of 
experience do lead to increased perceived autonomy and competence, both of which are good predictors of job 
satisfaction. Some research, however, such as that by Bader, Hashim, and Zaharim (2013), purports that after 
some time, job satisfaction might decrease because of stagnation, insufficient new challenges, or failure to 
achieve long-term career aspirations. More recently, a study by Jena and Pradhan (2021) highlighted that 
generational differences and evolving career motivations also influence how job satisfaction aligns with 
experience levels, particularly in fast-changing industries. Generally, the dynamics between total experience and 
job satisfaction are complex while experience typically increases satisfaction via skill acquisition, security, 
and professional identity, it needs to be balanced by ongoing growth potential in order to maintain high rates of 
engagement and satisfaction. 

In a Kahn (1990) article, emotional engagement is first defined as the self-actualization of the employee in 
performing the organizational task allocation: in engagement, individuals use and express themselves 
physically, emotionally, literally, and conceptually in role performances. All such stressors and stress symptoms 
created by the organizations, including all these, were identified by Kang and Singh (2006). The research ended 
by concluding that workers indicated stringent rules, poor interrelations, poor organizational environments, 
work inhibitors, and thoughtless authorities as major stress inducers. Aggressiveness, changing thoughts, 
anxiety, and poor performance are some typical stress intermediary indicators. The researchers recommended, in 
the study, that the company construct a climate of trust and respect and reward, participation, and effective 
communication, and sensitize the administrators to the needs of the employees. Mwakidimi, D., et al. (2015). 
Their report Pay and Work Effects of the Impact of HRM Techniques on Employee Retention at Kenya Power 
Company Ltd. is the name of a research paper. The variables examined in the research will be centered on three 
independent variables, namely pay structures, placement, and leadership. All the points that have been 
mentioned above are usually considered to be the key drivers of employee retention and, if well managed, are 
able to produce a high rate of retention of key staff. In 2014, Shanmuga and Vijayadurai explained that "the 
emotional attachment of an employee to their work, their colleagues, or their organization, which can be both 
positive or negative, influences their emotion in learning and work performance." Schaufeli, the author, and 
other colleagues in 2006 p. 702 explained that "work engagement is a positive, work-related state of mind 
characterized by vigor, dedication, and absorption." Saks (2006) explains employee engagement includes a 
unique and distinct construct because it involves behavioural, emotional, and cognitive processes related to 
effort allocation towards individual performance. Schaufeli et al. in 2002. This is work engagement, and it is a 
rewarding, enriching experience that is job-related and defined by vigor, dedication, and absorption. Once again, 
Maslach et al. (2001) contend that if exhaustions, cynicism, and inefficacy can be considered burnout, then the 
reverse of the three dimensions is engagement, which is defined by energy, involvement, and efficacy. The 
outcome of this study has shown that the more content the employees are with the condition of their lives, the 
more they engage with their work (Vorina, 2013). They proceeded to demonstrate that employee engagement 

-
(2013). The study managed to accomplish the above objectives by relating Rathi's (2011) results on the three 
organizational commitment facets: affective belonging, portraying a sense of concern; behavioral behaving 
in support of one's commitment; Bedford College Students' Union; and the domain of psychological well-being. 
As expounded by way of figures, two sets of past employee engagement measures have been discovered in 
existing studies. This research quantifies the impact of organizational culture, work satisfaction, and leadership 
style on employee performance (Ratnasari Sri Langgeng et al. 2020). Adhikari (2009) states that employee 
erosion and harassment causes in the software industry can be categorized into four types, which are job 
concomitant, employer-related issues, employee capability, and compensation. 

Out of these four factors that surfaced, compensation appeared to have the smallest impact on erosion. Hewitts 
Associates (2006), Sherman et al. (2006), Abassi and Hollman (2000), and Hewitts Associates (2006) all cite a 
number of reasons why staff decide to leave these types of businesses: the management style; poor recruitment 
practices; lack of recognition; an unfriendly work environment; and no competitive wage structure. Other 
reasons may be not being promoted, not receiving training or advancing, doing nothing stimulating, and 
insecurity in the job. Certain intrinsic and extrinsic drivers would be of help. In accordance with Homand 
Gaertner (2000), there are certain appropriate antecedents for employee retention or turnover that consist of job 
satisfaction, organizational commitment, job search, alternative comparisons, withdrawal cognitions, and 
intentions to leave. As Schuler et al. (2011) noted, "Retention strategies should include the following: managers' 
promises regarding talent management of all employees not just the "talent" few; willingness to search for 
recruits globally; manager accountability for talent losses; and pay based on retention benefits." Research 
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findings by Company Tangetal (2000) suggest that retention of employees is positively correlated with only a 
level of an employee's job satisfaction. Semih and Tugba (2016) carried out research that tested the local change 
in standard deviation between labor market satisfaction and job position satisfaction. The results indicate a 
change in job satisfaction. The link between marital status and job satisfaction has been a topic of growing 
interest, as individual life factors like marriage can have a considerable influence on workplace attitudes and 
overall well-being. Research indicates that marital status plays a considerable role in shaping job satisfaction, 
with married individuals often reporting higher levels of satisfaction compared to their unmarried counterparts. 
A study by Stutzer and Frey (2006) suggested that marriage tends to provide emotional stability, social support, 

satisfaction. In addition, married workers can enjoy dual sources of financial and emotional security, which are 
associated with lower stress levels and a better work-life balance. Later research has also analyzed this link in 
cross-cultural and organizational settings. For instance, Gazioglu and Tansel (2020) established that married 
people in developing nations, where family support systems are stronger, reported much greater job satisfaction 
than single or divorced people. On the other hand, there is some evidence that single people might have less 
work-family conflict, which may result in greater job satisfaction in some high-demand professions (Lopez & 
Ramos, 2019). Furthermore, gender dynamics play a considerable part in this relationship; a study by Jena and 
Pradhan (2021) found that married women, particularly from dual-career families, can experience specific 
difficulties in juggling family obligations against career pressures and consequently may see their job 
satisfaction impacted differently than that of their male counterparts. In general, marital status positively 
correlates with job satisfaction because of the buffering influences of emotional and social support, which in 
turn often accompany marriage. It is essential, however, to also recognize that personal conditions like gender 
roles, culture, and organizational work-life balance efforts moderate this relationship. As work-family life 
changes in contemporary society, increasingly sophisticated research is needed to completely grasp how marital 
status crosses over with job satisfaction across demographic groups. 

 

Research Objectives  

H01: There is no significant correlation between employee engagement and job satisfaction within the 
organization. 

H02: There is no significant difference in job satisfaction among individuals with total years of experience. 

H03: There is no significant difference in job satisfaction or marital status of the individual. 

 

Research Methodology 

The study involved participants within the corporate IT park in Chennai, which is located in the southern part of 
India. The target population included those persons, 18 years and above, in different establishments, business 
places, or organizations in this area. The participants were selected from different locations and towns in 
Chennai, and a total of 100 respondents were administered. Out of them, 36 were male (36%) while 64 were 
females (64%). 
In this research, the questionnaire was developed with twenty closed-ended questions. It comprised four 
questions relating to demographic data, like gender, age, marital status, and total company experience. Although 
the questionnaire was developed by the author Vorina (2017), the part that aims at assessing the level of 
engagement of the employees is the Utrecht Work Engagement Scale. The collection of the data took place 
through distributing the Google questionnaires from 4/1/2024 to 14/4/2024. During this period, the authors 
conducted interviews with colleagues, neighbours from the IT park, friends, and acquaintances. All the 
participants spent approximately five minutes completing the developed questionnaire. The procedure was 
developed to be easy to implement so the participants would feel free to engage with the provided questions. In 
this approach, it was possible to guarantee a high level of self-organizing learning and the reliability of the 
responses received. Data processing: The collected data were analyzed using IBM SPSS, version 20. We have 
also used the Microsoft tools Word and Excel. Regarding the purpose and objectives of the research, we used 
the ANOVA test, the independent T-test, and correlation analysis. 

 

Data Collection  

Primary data in this study was collected through a survey method using a structured questionnaire. The 
questionnaire was designed to capture specific information relevant to the research objectives. To ensure the 
accuracy and reliability of the responses, a Likert scale was used to measure the attitudes, opinions, and 
perceptions of the respondents. The Likert scale provided a range of responses (such as strongly agree, agree, 
neutral, disagree, and strongly disagree), allowing for a detailed analysis of the data collected from the 
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participants. This approach enabled the researcher to gather quantitative data that could be analyzed 
systematically. 

fo
the internal consistency of the questionnaire. 

Table 1 

 
  

 

    

    

Data Analysis and Findings 

Table 2 presents the demographic details of the sample population. Among the age categories, 48% are between 
18 and 25 years old, 18% fall into the 26-35 year range, another 18% are aged 36-45, and 16% are over 45 years 
old. Gender distribution shows that 64% of the sample are women, while 36% are men. Regarding marital 
status, 52% of the individuals are unmarried, and 48% are married. In terms of professional experience, 44% of 
the population have more than 6 years of experience, whereas 42% have 2 years of experience or less, and 2-4 
years experienced individuals are 8%, whereas the other 6% are experienced for 4-6 years. 

 

Table 2 

    
 -    

 -    
 -    
    

    
    

    
    
    

    
    

    
 -    
 -    
    

    
 

Correlation Analysis 

Table 3 shows the correlation between dependent and independent variables such as:The value of the Pearson 
correlation coefficient between employee engagement and job satisfaction is 0.680, which indicates a high 
positive correlation between them. So, H11 is accepted. 

Table 3 

Correlations 

 EE JS 
EE Pearson Correlation 1 .680** 

Sig. (2-tailed)  .000 

N 100 100 
JS Pearson Correlation .680** 1 

Sig. (2-tailed) .000  

N 100 100 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Anova  
Table 4 denotes that the P value is 0.004, which is less than 0.05, and hence H12 is accepted. 

There is a significant difference in job satisfaction among individuals with total years of experience. 

 

Table 4 

JS   

 Sum of Squares df Mean Square F Sig. 

Between Groups 257.365 3 85.788 4.804 .004 

Within Groups 1714.195 96 17.856   

Total 1971.560 99    

Table 5 denotes that the P value is 0.005, which is less than 0.05, and hence H13 is accepted. 

There is a significant difference in job satisfaction and the marital status of individuals. 

 

TABLE 5 

JS 

 Sum of Squares df Mean Square F Sig. 

Between Groups 152.816 1 152.816 8.234 .005 

Within Groups 1818.744 98 18.559   

Total 1971.560 99    

 

Implication and Suggestions 

The findings of this study should be interpreted in light of certain underlying limitations. Firstly, the sample size 
was restricted to 100 respondents, which may not be sufficiently large to yield statistically robust conclusions or 
to capture the full spectrum of experiences and perceptions within the broader population. A small sample can 
introduce potential biases and limit the reliability and generalizability of the results. Secondly, the research was 
conducted within the confines of a single urban location, thereby restricting the geographical diversity of the 
sample. Given that organizational cultures, work environments, and employee expectations can vary 
significantly across regions, the findings may not be directly applicable to other cities, rural areas, or 
international contexts. 

Moreover, the study was confined to a limited range of organizational settings, which may not account for the 
diversity of practices across different sectors, industries, or types of employment. This narrow focus may have 
overlooked important contextual factors that could significantly influence employee satisfaction and 
engagement. In light of these limitations, there is considerable scope for future research to expand upon and 
deepen the current findings. 

Subsequent studies would benefit from incorporating larger and more diverse samples to enhance statistical 
reliability and the representativeness of the data. Expanding the geographic scope to include multiple cities, 
regions, or even countries would facilitate cross-cultural comparisons and provide a more holistic understanding 
of employee experiences. Additionally, examining a broader range of industries and organizational structures 
would help capture sector-specific dynamics and challenges, thereby contributing to a more comprehensive 
understanding of the factors that influence employee satisfaction and engagement. 

 

Conclusions and Managerial Implications 

The study has brought to light the importance of employee satisfaction in HR strategies for reducing the rate of 
attrition and enhancing employee involvement. This research indicates how interactions between these variables 
and influencing aspects may affect the overall level of satisfaction by systematically analyzing those aspects 
affecting employee satisfaction. From these results, which show a significant positive relationship between 
several influencing factors and the response variable of employee well-being, the specific interventions needed 
are those targeting and improving these areas. With this data, organizations can devise a strategic plan that 
would engender engagement, improve employee well-being, and eventually translate into better retention. It also 
brings out the fact that concerning job satisfaction and employee engagement, a strong correlation exists; the 
higher one's level of engagement, the happier a worker will be. In the demographic research, it can also be noted 
that in most cases, younger workers, particularly those between the ages of 18 and 25 years of age participate 
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more than older workers, indicating a high number of youths in the workforce. Moreover, the majority of female 
respondents show that females are more concerned and communicative about survey-based research. However, 
statistically speaking, there is no significant relationship between gender and independent variables in this study 
of job satisfaction and employee engagement. In addition, the present study does not indicate any significant 
association between age/work experience and employee engagement, possibly demonstrating that these factors 
may not influence the state of engagement in the current sample. 
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