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ABSTRACT 

This study investigates the crucial relationship between organizational culture and employee 

performance, examining how shared values, beliefs, and behaviors influence employee 

motivation, productivity, and overall effectiveness. 

A strong, positive culture fosters employee engagement, commitment, and adaptability, acting as 

a key driver for organizational success, particularly in dynamic markets. By analyzing 

dimensions such as teamwork, communication, leadership, and psychological capital, the 

research identifies specific cultural elements that significantly boost job performance and 

satisfaction. 

Findings reveal a significant positive correlation, suggesting that investing in a supportive 

culture directly enhances key performance indicators and reduces turnover, offering valuable 

strategies for management to cultivate a more productive workforce. 

The research aims to quantify these relationships, often using quantitative methods like 

regression, to provide actionable insights for developing stronger, performance-enhancing work 

environments. 

Key words: employee engagement, commitment, and adaptability, employee motivation, 

productivity, and overall effectiveness. 

 

1 INTRODUCTION: 

Employee engagement refers to the emotional, cognitive, and behavioral state of being fully 

involved and committed to one's work. When employees are engaged, they are more productive, 

have higher job satisfaction, and are more likely to contribute to the organization's success. 

Employee engagement is critical for organizations as it boosts productivity and performance, 

enhances job satisfaction and retention, fosters creativity and innovation, improves customer 

satisfaction and loyalty, and supports business growth and success. Key drivers of employee 

engagement include meaningful work, autonomy, feedback and recognition, growth and 

development, and a positive work environment. Employee engagement is a critical component of 

any successful organization. It refers to the emotional, cognitive, and behavioral state of being 

fully involved and committed to one's work. 

Key words: employee engagement 1, autonomy 2, feedback 3, recognition 4, growth and 

development,5 
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2 Review of Literature 

James Harter (2000) states  that this research reviews and explores relationships between 

managerial talent, employee engagement, and business-unit level performance. Findings from 

the research shows, the several data sets highlight two critical are as in the context of many 

external factors that, it is argued, can substantially improve the probability of business-unit level 

success.1&2 

Ferguson and Carstairs (2005) states  that the concept of ‘employee engagement’ is rapidly 

gaining popularity and use in the workplace. Researchers struggle to catch up with its wave of 

popularity in the corporate world as employee engagement is also increasingly being examined 

in the literature. There is more interest and confusion in employee engagement.5 

 

Mehrzi and Sanjay Kumar (2006) states that the purpose of this paper is to provide a 

framework through which to understand predict and control factors affecting employee 

engagement in the public sector.3&4 

Nancy and Eleannai (2008) states that the purpose of this study is to identify similarities and 

differences between the leadership practices of managing 10entrepreneurs and professional 

CEOs and to investigate how these impact on their immediate subordinates’ satisfaction, 

commitment, motivation, and effectiveness.6 

Robertson, Cary Cooper (2010) states this research aims to propose that employee engagement 

is more likely to be sustainable when employee well-being is also high.7&8 

Padmakumar, Prabhakar (2011) states  that employee engagement has become a popular topic 

among consulting firms and business press. In this study we investigate about the antecedents 

and consequences of employee engagement of Jordanian industry.9 

Manjunath, Chandni (2018) states that IT industry in India is confronting with a multitude of 

challenges ranging from talent crunch & its effective management, growing insecurity among 

employees & the apprehensions raised by automation. Employees want to know what drives the 

company they are working for, what its long-term goals are and how they will be involved in 

achieving these objectives.10 

Chanchai Bunchapattanasakda (2019) states that employee engagement is an important issue 

in management theory and practice. There is still no authoritative standard when it comes to 

major differences in the concept, theory, influencing factors and outcomes of employee 

engagement. The purpose of this paper is to review and summarize the research results of 

previous papers on employee engagement.11 

3 Scope of the Study 

The study is confined to Dvara KGFS, Kumbakonam branch only. It focuses on the performance 

and implementation of HR policies. The study covers HR practices such as recruitment, training, 

appraisal, and welfare measures. It examines employee performance and satisfaction in relation 

to HR policies. The findings are specific to the selected branch and time period. 

4 Objectives Of Study: 

1. Increase Employee Motivation: Inspire employees to take ownership of their work and strive 

for excellence. 

2. Foster Innovation and Creativity: Encourage employees to think outside the box and develop 

new ideas. 

3. Build Trust and Loyalty: Strengthen relationships between employees, managers, and the 

organization. 

http://www.pradev.org/ijitmsms


INTERNATIONAL JOURNAL OF INFORMATION 
TECHNOLOGY AND MANAGEMENT SCIENCE 

ISSN 

2231-6752 

www.pradev.org/ijitmsms Vol -16 Special Issue 2 April 2026 31 

 

 

 

 

 

 

4. Improve Communication: Enhance open, transparent, and two-way communication 

throughout the organization. 

 

5 Research methodology  

Research methodology is mainly needed for the purpose of framing the research process and the 

designs and tools that are to be used for the project purpose. Research methodology helps to find 

the employee engagement strategy in Muthoot finance. 

5.1 Research design  

Descriptive Research Design Descriptive research is a study designed to depict the participants 

in an accurate way. More simply put, descriptive research is all about describing people who 

take part in the study. 

5.2 sampling design  

The sample consists of 120 employees from different departments of Muthoot Finace, 

Thiruppanandal branch Respondents were selected based on their availability and familiarity 

with the appraisal system. The sample includes employees from various age groups and 

experience levels, ensuring reliable and meaningful responses. 

5.3 Data Analysis Procedure 

Primary data were collected through a structured questionnaire distributed to 120 employees of 

Muthoot Finace, Thiruppanandal. Secondary data were gathered from books, journals, company 

records, and websites. Convenience sampling method was used to select respondents. Statistical 

tools such as percentage analysis, Likert scale method, rating scale, and weighted average 

method were applied for data analysis. The collected data were classified, tabulated, and 

interpreted systematically. 

5.4 Limitations Of The Study: 

1. Lack of control group: The study may not have a control group to compare the results to. 

2. Limited sample size: The sample size may be too small to detect significant differences or 

relationships. 

3. Limited geographic scope: The study may only be conducted in one location or region, 

limiting its general ability. 

4. Limited industry scope: The study may only be conducted in one industry or sector, 

limiting its general ability. 

5. Lack of longitudinal follow-up: The study may not follow up with participants over time to 

examine changes in employee engagement. 

6 Analysis & interpretation 

Analysis indicates that most employees are aware of the performance appraisal system followed 

in the organization. A majority of respondents agree that the appraisal system is fair and 

transparent. Employees believe that appraisal is directly linked with salary increments and 

promotion opportunities. The study also reveals that the appraisal system positively influences 

employee motivation and job satisfaction. 
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TABLE NO.1 

TABULAR REPRESENTATION OF RESPONDENT’S AGE 

Particulars No of Respondents Percentage of Respondents 

 

20-25years 

 

74 

 

61.7 

26-30year 20 16.7 

31-35years 12 10 

36-40years 7 5.8 

Above40 years 7 5.8 

Total 120 100 

 

Interpretation: 

61.7¾ are in the age group of 16-25 years, 16.7% are in theagegroupof26-

30years,10%areintheagegroupof 31-35 years and 5.8% are in the age group of 36-4OyoarE. and 

above 40 years respectively. 
                                                                                           

CHART.1 

CHART REPRESENTING AGEOF RESPONDENTS 
 

  

                                                                                   TABLENO.2 

TABULAR REPRESENTATION OF RESPONDENT’S GENDER 

 

Particulars No of respondents Percentage of respondents 

Male 72 60 

Female 46 40 

Total 120 100 

 

Interpretation 

 

60%of the respondents are male and 40% of the respondents are female. 
                                                                                CHART.2 

CHART REPRESENTING GENDEROF RESPONDENTS 
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TABLENO.3 

                                      Tabular representation of Respondent’s Education Qualification 

 
Particulars No of respondents Percentageof respondents 

O-5years 73 65 

6-10years 26 217 

11-15years 10 83 

16-20years 2 17 

Above20years 4 3.3 

Total 120 100 

 

Interpretation 

65% of the respondents have a work experience of 0-5 years, 217% of the respondents have a 

work experience of 6-10years,6.3%of the respondents have a work experience of 11-

15years.17%of the respondents have a work experience of 16-20 years and 3.3% of the 

respondents have a work experience of above 20 years. 

 
CHART.3 

Chart representing Education Qualification of Respondents 
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TABLENO..4 

 

Tabular representation of Respondent’s Designation 

 

Particulars No of respondents Percentageof respondents 

10000*15000Rs 25 208 

15000*20000Rs 33 27.5 

20000-30000Rs 29 24.2 

30000-40000RS 13 108 

Above40000Rs 20 16.7 

Total 120 100 

 

Interpretation 

 

20 8% of the respondents gets a salary around 10000 to 15000RS, 275%of  the respondents gets 

a salary around 15000 to 20O0O RS, 24 2% of the respondents gets a salary around 20000 to 

3O0O0RS. 10 8% of the respondents gets a salary around 30000 to 40000Rs, 16.7% of the 

respondents gets a salary above 40000Rs. 

CHART.4 

Chart representing Designation of Respondents 

 
 

TABLENO..5 

Tabular representation of Respondent’s Experience 

 

Particulars No of respondents Percentageof respondents 

Top Level Management 16 12.5 

MiddleLevel Management 55 45 8 

LowerLevel Management 50 41 7 
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Total 120 100 

 

Interpretation 

12 5% of the respondents are from top level management 45.8% of the respondents are from 

middle levelmanagementand417%oftherespondentsarefrom lower level management. 

CHART 5 

Chart representing Experience of Respondents 
 

 

7 Summary of findings 

Recruitment and selection procedures are perceived as fair and systematic. Training and 

development programs effectively improve employee skills and performance. Performance 

appraisal systems are transparent and encourage employee motivation. Compensation and 

incentive policies are considered fair by most employees. Employee welfare measures contribute 

positively to job satisfaction. HR policies help in maintaining good employer–employee 

relationships. Employees feel motivated due to recognition and career development 

opportunities. 

 

8 suggestions 

The organization should improve transparency in performance evaluation criteria. Regular 

feedback sessions should be conducted to help employees understand their strengths and areas 

for improvement. Training programs may be organized to increase awareness about appraisal 

procedures. Strengthening the link between performance and rewards can further enhance 

employee motivation. 
9 Conclusion 

HR policies play a vital role in improving employee performance at at Muthoot Finace, 

Thiruppanandal. Effective implementation of HR policies leads to higher employee satisfaction. 

Training and development significantly contribute to skill enhancement. 

Fair appraisal and compensation systems motivate employees. Employee welfare measures 

improve morale and commitment. Strong HR practices help maintain positive organizational 

culture. Employee motivation directly influences service quality. HR policies support employee 

retention and loyalty. The study confirms a positive relationship between HR policies and 

performance. Overall, at Muthoot Finace, Thiruppanandal demonstrates effective HR 

management contributing to organizational success. 
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