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 

Abstract: This paper empirically analysed Employee 

Engagement in the NBFC’s located in the Districts of Chennai, 

Kancheepuram and Thiruvallur of Tamilnadu, India, by 

considering the three dimensions such as, Vigor, Absorption and 

Dedication. The respondents for the study were 321 employees 

employed with different NBFC’s located in the Districts of 

Chennai, Kancheepuram and Thiruvallur of Tamilnadu, India. 

The result of the study showed that there are more respondents 

with High level of Employee Engagement and in the Dimensions 

of Employee Engagement, more respondents have Low level of 

Vigor; and Moderate level of Dedication and Absorption. 

 
Index Terms: Employee Engagement, Gender, and NBFC’s.  

I. INTRODUCTION 

The notion of employee engagement has received 

substantial attention in the bygone decade as organizational 

front-runners seek ways to capture the full potential of their 

employees. Technology has provided a momentous portion to 

enhancements in employee efficiency in current years, taking 

some of the human component out of job, but individuals are 

still the chief means in promoting organizational 

performance. While enhanced technology can be procured as 

scientific improvements develop year after year, refining the 

employee using the technology and the environment in which 

they coexist is not as upfront.  

 

Understanding how to tie together individual competences 

that not only end in a optimistic return to organizations, but 

also captures the desire, imagination, and involvement of 

internal customers has in part powered much of the study 

related to Employee Engagement. Some of the queries driving 

the study focus on knowing what circumstances need to be 

present in a work setting that enables engagement, the role 

managers, coworkers, have in building engagement, and 

whether monetary inducements enables augmented 

engagement. Abundant consideration has come from 

information consulting firms have piled up, which advises less 

than one-third of workforces are actually engaged in their job 

(Towers Perrin, 2003, 2007, Wagner & Harter, 2006). 

  

II. REVIEW OF LITERATURE 

Employee engagement is an vigorous, optimistic job 

related state that is featured by vigor, dedication, and 

absorption (Schaufeli et al., 2006). Employee engagement is 
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an autonomous, tireless and persistent motivational mental 

state that complements the behavioural investment of 

individual vigour (Schaufeli and Bakker, 2010). As a 

motivational mental state, employee engagement is a reaction 

to one’s job. Engagement is explicitly related to the 

employees’, ‘presenting and absenting themselves in the 

course of job performances’. In other verses, it is almost 

association of ‘self’ in the job (Berkel et al., 2011). 

 

Diverse meanings have been suggested for employee 

engagement in the collected works. Some of them are here. 

Kahn (1990) created one of the most recognizable 

explanations of engagement: “the harnessing of 

organizational members’ selves to their work role”.  Work 

engagement is well-defined as ‘‘a positive, fulfilling, 

work-related state of mind characterized by vigor, dedication, 

and absorption’’ and can encourage employee wellbeing 

(Inoue et al., 2013). Work engagement is a state of passionate 

and whole association in job (Rich et al., 2010; 

Cooper-Thomas et al., 2014). Work engagement can be 

well-defined as ‘a positive, fulfilling, affective-motivational 

state of work related well-being that is characterized by vigor, 

dedication, and absorption’ (Kanste, 2011). Work 

engagement is a transitory, optimistic, fulfilling and job 

related state of mind that is characterized by vigor, dedication 

and absorption and varies within peoples over a short span of 

time (Breevaart et al., 2013; Breevaart et al., 2014). 

 

Employee engagement is composed of three dimensions: 

vigor, dedication and absorption. Vigor refers to energy, 

mental resilience, willpower and investing constant effort in 

work (Rayton and Yalabik, 2014). Vigor is a feature of work 

engagement that suggests high levels of energy and mental 

flexibility while operational. There is also a single-minded 

outlay in the real job, along with elevated levels of 

determination even when faced with problems. 

 

This feature can be examined based on Atkinson’s 

motivational theory. Motivation is power of doing job or 

confrontation against that. So, power and confrontation are 

explained as a part of job engagement and their notion is 

persistent with prevalent explanation of motivation (Latham 

and Pinder, 2005). The second element, Dedication is about 

being stirred, passionate and highly tangled in work (Rayton 

and Yalabik, 2014). Dedication is an individual’s stemming a 

sense of implication from job, feeling passionate and 

delighted about the given work, and feeling stirred and dared 

by the work (Song et al., 2012).  

 

The last element, 

absorption, denotes to a sense 

of separation from 

environments, an 
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extraordinary level of captivation on work, and a common 

absence of conscious mindfulness of the volume of time used 

up on the job (Rayton and Yalabik, 2014). Absorption means 

attentiveness and being captivated in employees’ job, 

whereby transitory time will be immaterial and being 

disconnected from the work has some worries for them. 

Moreover, it is enjoyable to have work practice for peoples. 

They do that, merely for having that and compensating high 

disbursement for work is not such vital issue which it is for the 

others (Hayati et al., 2014). 

III. RESEARCH OBJECTIVES 

The following research objectives have been formulated to 

support the study; 

1.     To test whether the Dimensions of Employee 

Engagement are at moderate level. 

2.     To test whether there is a significant relationship among 

Dimensions of Employee Engagement. 

3.     To test whether there is a significant difference between 

the Genders with regard to the Dimensions of Employee 

Engagement. 

4.    To test whether there is a significant difference among 

Educational Qualification with regard to Dimensions of 

Employee Engagement. 

IV. RESEARCH METHODOLOGY 

The research work made use of both primary and secondary 

data. Information extracted from journals and other 

documented materials were used as secondary data. 

Questionnaire was used as the primary data instrument which 

was developed 7 point rating scales i.e 0 = Never, 1 = Almost 

never (i.e. A few times a year or less), 2 = Rarely (i.e. Once a 

month or less), 3 = Sometimes (i.e. A few times a month), 4 = 

Often (i.e. Once a week), 5 = Very often (i.e. A few times a 

week), 6 = Always (i.e. Every day) to elicit relevant 

information from the respondents. The respondents were 

chosen through the Non-Probability Convenience sampling 

technique in the course of administering the questionnaire. 

The respondents for the study have a total number of 321 

employees from different Non-Banking Financial Companies 

located in the Districts of Chennai, Kancheepuram and 

Thiruvallur of Tamil Nadu, India. 

 

The administered questionnaire has two sections labeled as 

section A and B. The section A has information on the bio 

data of the respondents while section B has information 

inform of questions on the Employee Engagement of the 

respondents, which was measured along the three dimension 

of such as Vigor, Absorption and Dedication. The research 

design followed in the study is Descriptive Research Design. 

Descriptive statistics, Chi-Square Goodness of Fit, 

Correlation Co-efficient, Mann-Whitney U Test, and 

Krushkal Wallis Test were used to analyse the data collected 

and to test the hypotheses stated at 0.05 level of significance. 

V. RESEARCH HYPOTHESIS 

Evolving from the review of literature to guide the 

direction of the study the below hypothesis were formulated; 

H1: The Dimensions of Employee Engagement are equally 

distributed.  

H2: There is no relationship among the Dimensions of   

       Employee Engagement. 

H3: There is no significant difference between mean rank 

of Men and Women with regard to Dimensions of 

Employee Engagement. 

H4: There is no significant difference among mean rank of 

Educational Qualification with regard to Dimensions 

of Employee Engagement. 

VI. DATA ANALYSIS AND INTERPRETATIONS 

Table I below shows 115 respondents (i.e. 35.8 percent) 

have High level of Employee Engagement, 118 respondents 

(i.e. 36.8 percent) have Low level of Vigor Dimension of 

Employee Engagement, 194 respondents (i.e. 60.4 percent) 

have Moderate level of Dedication Dimension of Employee 

Engagement and 163 respondents (i.e. 50.8 percent) have 

Moderate level of Absorption Dimension of Employee 

Engagement. 

 

Table I. Descriptive Statistics for Overall and 3 

Dimensions Employee Engagement 

 
 

Table II. Descriptive Statistics for Gender 

Gender Frequency Percent 

Men 248 77.3 

Women 73 22.7 

Total 321 100 

 

    Table II above has 248 male respondents representing 

77.3% of the total respondents and 73 were female 

respondents representing 22.7% of the total respondents. The 

implication of this was that there were more of male 

respondents than female respondents in the study done at 

NBFC’s. 

 

Table III. Descriptive Statistics for Educational 

Qualification 

Educational Qualification Frequency Percent 

Under Graduate 92 28.7 

Post Graduate 80 24.9 

Professional 95 29.6 

Others 54 16.8 

Total 321 100 

  

   Table III above has 95 Professional respondents 

representing 29.6 percent of the total respondents, 92 Under 

Graduate respondents representing 28.7 percent, 80 Post 

Graduate respondents representing 24.9 percent and 54 other 

qualified respondents representing 16.8 percent of the total 

respondents. 
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Table IV. Chi-Square Test for Goodness of Fit of 

Dimensions of Employee Engagement 

Level of 

Employee 

Engagement 

Frequency Percent 
Chi-Square 

Value 

p 

Value 

Low 95 29.6 

2.093 0.351 
Moderate 111 34.6 

High 115 35.8 

Total 321 100.0 

    

 Since p Value is 0.351, from Table IV above, the H1 is 

accepted at 5 Percent level of significance. Hence we 

conclude that the levels of Employee Engagement are equally 

distributed. Based on percent the most of respondents belong 

to High level of Employee Engagement. 

 

Table V. Pearson Correlation Coefficient among 

Dimensions of Employee Engagement 

Dimensions of 

Employee 

Engagement 

Vigor Dedication Absorption 

Vigor 1.000 0.429** 0.580** 

Dedication  1.000 0.848** 

Absorption   1.000 

Note: ** Significant at the 0.01 level. 

 

From Table V above, the Correlation among all 

Dimensions of Employee Engagement are significant at 1 

percent level so we reject the H2, hence there is correlation 

among the Dimensions of Employee Engagement.  

 

The Correlation Coefficient between Dedication and 

Absorption Dimension of Employee Engagement is 0.848 

which indicate 71.9 percent positive relationship between 

Dedication and Absorption and is significant at 1 percent 

level; the Correlation Coefficient between Vigor and 

Absorption Dimension of Employee Engagement is 0.580 

which indicate 33.6 percent positive relationship between 

Vigor and Absorption and is significant at 1 percent level and 

the Correlation Coefficient between Dedication and Vigor 

Dimension of Employee Engagement is 0.429 which indicate 

18.4 percent positive relationship between Dedication and 

Vigor and is significant at 1 percent level. 

 

Table VI. Mann-Whitney U Test for significant difference 

between Mean Rank of Men and Women with regard to 

Dimensions of Employee Engagement 

Dimensions of 

Employee 

Engagement 

Gender Z 

Value 
p Value 

 Men Women 

Vigor 
153.5

4 
186.35 2.681 0.007** 

Dedication 
185.3

7 
78.22 9.072 <0.001** 

Absorption 
176.5

3 
108.24 5.659 <0.001** 

Overall 

Employee 

Engagement 

174.4

7 
115.25 4.836 <0.001** 

Note: ** Significant at the 0.01 level. 

    

   From Table VI above, since p value is less than 0.001 the 

H3 is rejected at 1 percent level with regard to Dimension of 

Employee Engagement. Hence there is a significant 

difference between Men and Women with regard to 

Dimension of Employee Engagement. Based on Mean Rank 

Men have better opinion on Dedication, Absorption and 

Overall Employee Engagement than Women. Based on Mean 

Rank Women has better opinion on Vigor than Men. 

 

Table VII. Kruskal Wallis Test for significant difference 

among Mean Rank of Educational Qualification with 

regard to Dimensions of Employee Engagement 

 
Note: ** Significant at the 0.01 level. 

 

From Table VII above, since p value is less than 0.001 the 

H4 is rejected at 1 percent level with regard to Vigor, 

Dedication and Absorption Dimensions of Employee 

Engagement, hence there is a significant difference among 

Educational Qualification with regard to Vigor, Dedication 

and Absorption Dimensions of Employee Engagement. 

 

There is no significant difference among Educational 

Qualification with regard to Overall Employee Engagement, 

since p value is greater than 0.05, hence H4 is accepted at 5 

percent level with regard to Overall Employee Engagement. 

VII. DISCUSSION OF FINDINGS 

The findings of the study based on Statistical tools revealed 

that there are more respondents with High level of Employee 

Engagement and when it comes to the Dimensions of 

Employee Engagement, more respondents have Low level of 

Vigor, Since Vigor is one of the aspects of Employee 

Engagement that implies high levels of energy and mental 

resilience while working; and Moderate level of Dedication 

and Absorption. Dedication is an individual’s deriving a sense 

of significance from work, feeling enthusiastic and proud 

about the given job, and feeling inspired and challenged by 

the job (Song et al., 2012). Absorption in the job requires 

concentration and being engrossed in people’s work, whereby 

passing time will be intangible and being detached from the 

job has some difficulties for the respondents. When taking 

into consideration all the three dimensions of Employee 

Engagement, the overall the level of Employee Engagement 

in NBFC’s is high. 

 

The Chi-Square Test for Goodness of Fit indicated that the 

Overall Employee Engagement of respondents is equally 

distributed, revealing that there were almost equal number of 

respondents in Low, Moderate and High level of Employee 

Engagement.  

 

The Pearson Correlation 

Coefficient explains that there 

is positive relationship among 

all the 3 Dimensions of 
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Employee Engagement i.e. among Vigor, Dedication and 

Absorption; and there is 71.9 percent positive relationship 

between Dedication and Absorption, since these 2 

Dimensions of Employee Engagement are theoretically 

related to each other as well i.e. when respondents are 

enthusiastic in their work the concentration towards the job 

will be high and they will focused in their job. 

 

The Mann Whitney U test revealed that there is a difference 

between Men and Women with regard to opinion on 

Dimension of Employee Engagement. Based on the Mean 

Rank Men have better opinion on Dedication, Absorption and 

Overall Employee Engagement than Women, as normally 

Men will have more enthusiasm and concentration towards 

the job than women respondents. Based on Mean Rank 

Women has better opinion on Vigor than Men, since women 

have high levels of energy and mental resilience in whatever 

work they get involved in. 

 

The Krushkal Wallis Test further revealed that there is a  

difference among respondents with different Educational 

Qualification with regard to Vigor, Dedication and 

Absorption Dimensions of Employee Engagement, also that 

the respondents with different Educational Qualifications 

have same level of Overall Employee Engagement. Based on 

the Mean Rank Under Graduates have better opinion on Vigor 

Dimension of Employee Engagement and Professional have 

better opinion about Dedication and Absorption Dimensions 

of Employee Engagement. 

VIII. CONCLUSION 

Given that employee engagement is an idea that helps 

develop strong positive attitudes among people towards their 

work and their organisation, and this plays a major role in 

ensuring that they give their best even when times are tough, 

surely we need to improve it now more than ever. So because 

of the importance of employee engagement in organizations, 

in this research we assessed the employees’ engagement and 

its dimensions in NBFC’s located in the 3 Districts of 

Tamilnadu, India. The results revealed that employee 

engagement is higher and its 2 dimensions (i.e. Dedication 

and Absorption are at the moderate level and Vigor is at lower 

level among employees of NBFC’s. Some recent research has 

shown that people who have positive attitudes towards their 

organisations do not necessarily work harder. On the other 

hand, people who focus on solving problems and behave 

positively are not necessarily loyal to their organisation. 

(Shekari, 2015). 

 

In present study, the results of opinion about the dimensions 

of employee engagement indicated that the level of Vigor 

dimension of employee engagement is lower than other 

dimensions in NBFC’s located in the 3 Districts of 

Tamilnadu, India. That is, Vigor dimension needs more 

attention. So to promote this dimension managers must 

provide a climate in their organization so that employees: 

 Find the way to increase their energy 

 Be mentally flexible in the job 

 Be persistent in their effort even during setbacks 

 Be determined to invest in their job 
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