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Abstract 

Employee engagement is recognized as a critical driver of productivity and organizational success. This 

study explores the relationship between employee engagement and productivity at CRG Solutions, a Pune-

based mid-sized IT and analytics company. Using a mixed-method approach, primary data were collected 

through surveys and interviews, supported by an in-depth case study of the company’s HR practices. 

Imaginary but realistic data illustrate how engagement initiatives such as recognition programs, flexible 

work arrangements, and career development impact employee motivation and performance. The findings 

confirm a strong positive correlation between engagement and productivity, while highlighting areas for 

improvement in middle management and personalized career growth. This paper contributes to 

understanding engagement in the Indian startup context and offers practical recommendations to enhance 

organizational performance. 
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1. Introduction 

In today’s competitive business environment, employee engagement has emerged as a vital factor 

influencing productivity, innovation, and retention. Organizations with highly engaged employees tend to 

outperform their competitors by fostering motivation, commitment, and discretionary effort among their 

workforce (Harter et al., 2002). Especially in knowledge-driven sectors such as IT and analytics, employee 

engagement can significantly impact project outcomes and client satisfaction. 

CRG Solutions, headquartered in Pune, India, exemplifies a rapidly growing startup operating in this space. 

The company has invested in various engagement initiatives, including recognition programs and flexible 

work policies. However, like many startups, it faces challenges related to scaling, middle management 

effectiveness, and sustaining personalized career development. 

This research aims to investigate the relationship between employee engagement and productivity at CRG 

Solutions. By combining quantitative survey data with qualitative case study insights, the study seeks to 

identify key drivers of engagement and their influence on productivity outcomes. The findings intend to 

provide actionable recommendations for CRG Solutions and similar organizations in India’s burgeoning 

startup ecosystem. 

2. Literature Review 

2.1 Employee Engagement: Definition and Importance 

Employee engagement has been defined in various ways across academic and professional literature. Kahn 

(1990) describes engagement as “the harnessing of organizational members’ selves to their work roles,” 

where people employ and express themselves physically, cognitively, and emotionally during role 



                         International Scientific Journal of Engineering and Management (ISJEM)          ISSN: 2583-6129 
                               Volume: 04 Issue: 06 | June – 2025                                                                                       DOI: 10.55041/ISJEM04320                                                                                                                                         

                               An International Scholarly || Multidisciplinary || Open Access || Indexing in all major Database & Metadata        

 

© 2025, ISJEM (All Rights Reserved)     | www.isjem.com                                                  |        Page 2 
 

performance. More recently, Saks (2006) emphasized the emotional and cognitive connection employees 

have with their organization, highlighting engagement as distinct from satisfaction or commitment. 

Research consistently shows that higher employee engagement correlates positively with productivity, job 

satisfaction, and retention (Harter, Schmidt & Hayes, 2002). Engaged employees are more likely to go above 

and beyond their job responsibilities, fostering innovation and improving customer experiences. 

2.2 Productivity in Knowledge-Based Firms 

Productivity is traditionally defined as the ratio of output to input in a production process. In knowledge-

based firms like CRG Solutions, productivity is more complex, as it involves creativity, problem-solving, 

and continuous learning rather than repetitive manual labor (Drucker, 1999). Thus, productivity depends not 

only on technical skills but also on psychological factors such as motivation and engagement. 

2.3 Employee Engagement in Indian Organizations 

Indian organizations, especially startups and mid-sized firms, face unique challenges including high attrition 

rates and intense market competition (Nasscom Report, 2023). Studies by Sharma & Singh (2019) found 

that employee engagement initiatives are often underdeveloped in Indian companies, resulting in burnout 

and reduced productivity. 

However, organizations that have implemented structured engagement strategies — including recognition 

programs, career development opportunities, and participative decision-making — have reported improved 

employee morale and performance (Rao, 2020). 

2.4 HR Practices Influencing Engagement 

Multiple HR practices influence employee engagement levels: 

● Recognition and Rewards: Timely appreciation motivates employees to maintain high 

performance (Deci & Ryan, 1985). 

● Career Development: Opportunities for learning and promotion increase engagement by fulfilling 

growth needs (Maslow, 1943; Herzberg, 1966). 

● Work Environment: A supportive culture with open communication reduces stress and fosters 

trust (Schaufeli & Bakker, 2004). 

● Work-Life Balance: Flexible working arrangements contribute positively by reducing burnout 

(Greenhaus & Beutell, 1985). 

2.5 Gap in Existing Research 

While there is abundant research on employee engagement in multinational corporations, limited studies 

focus on mid-sized firms in emerging Indian cities like Pune. Moreover, there is a lack of empirical data 

combining both survey-based and case study approaches in this context. This research attempts to bridge 

this gap by providing insights specific to CRG Solutions. 

3. Research Methodology 

3.1 Research Design 

This study employs a mixed-methods research design, combining quantitative and qualitative approaches 

to gain a comprehensive understanding of employee engagement and its impact on productivity at CRG 

Solutions. 
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● Quantitative Component: A structured survey was administered to employees to measure 

engagement levels and perceived productivity. 

● Qualitative Component: An in-depth case study analysis was conducted based on interviews and 

internal documents from CRG Solutions. 

3.2 Population and Sample 

The target population includes all employees working at CRG Solutions, Pune. The company employs 

approximately 200 professionals across various departments such as analytics, software development, sales, 

and HR. 

A sample size of 100 employees was selected using stratified random sampling to ensure representation 

across different teams, job roles, and seniority levels. 

3.3 Data Collection Methods 

● Survey Instrument: A questionnaire was designed based on validated employee engagement 

scales, such as the Utrecht Work Engagement Scale (Schaufeli et al., 2002). The survey contained 

sections measuring: 

○ Emotional engagement (enthusiasm, pride) 

○ Cognitive engagement (focus, absorption) 

○ Behavioral engagement (initiative, extra effort) 

○ Perceived productivity and job satisfaction 

● Interviews: Semi-structured interviews were conducted with 10 managers and team leaders to gain 

qualitative insights on engagement initiatives, challenges, and productivity outcomes. 

● Document Analysis: Internal reports and HR policy documents were reviewed to understand 

formal engagement practices. 

3.4 Survey Structure and Questions 

The questionnaire included 25 Likert-scale statements (from 1 = strongly disagree to 5 = strongly agree), 

covering areas such as: 

● Recognition and rewards 

● Career development opportunities 

● Work environment and culture 

● Communication effectiveness 

● Work-life balance 

Additionally, demographic information such as age, gender, job role, and years with the company was 

collected. 

3.5 Data Analysis Techniques 

● Quantitative Data: Survey responses were statistically analyzed using descriptive statistics (mean, 

standard deviation) and correlation analysis to examine the relationship between engagement levels 

and self-reported productivity. 

● Qualitative Data: Interview transcripts and document reviews were coded thematically to identify 

recurring patterns and insights related to engagement and productivity. 
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3.6 Limitations 

● The survey relies on self-reported data, which may introduce bias. 

● As this study is based on a single company, the findings may not be fully generalizable to all Indian 

startups. 

4. Data Analysis and Interpretation 

4.1 Demographic Profile of Respondents 

Out of 100 respondents: 

● Gender: 60% male, 40% female 

● Age Groups: 25% (20-25 years), 45% (26-30 years), 20% (31-35 years), 10% (36+ years) 

● Job Roles: 40% analytics team, 25% software development, 20% sales & marketing, 15% HR and 

administration 

● Experience: 50% with 1-3 years at CRG Solutions, 30% with 3-5 years, 20% over 5 years 

4.2 Engagement Level Analysis 

Employee engagement was measured on a scale of 1 to 5 (where 5 indicates highest engagement). 

Engagement Dimension Mean Score Interpretation 

Emotional Engagement 4.1 High enthusiasm and pride 

Cognitive Engagement 3.8 Good focus and absorption 

Behavioral Engagement 3.9 Moderate initiative-taking 

Overall Engagement 3.9 Generally engaged workforce 

Most employees showed strong emotional attachment to their work, suggesting that CRG Solutions succeeds 

in creating a motivating environment. 

4.3 Productivity Perception 

Respondents rated their own productivity on a scale of 1 (low) to 5 (very high), averaging at 4.0, which 

indicates employees perceive themselves as productive. 

4.4 Correlation Between Engagement and Productivity 

A Pearson correlation analysis was conducted between overall engagement scores and self-reported 

productivity: 

Variable 1 Variable 2 Correlation Coefficient (r) 

Overall Engagement Self-Reported Productivity 0.76 (strong positive) 

This strong positive correlation suggests that higher engagement is associated with higher productivity 

perceptions. 

4.5 Impact of Key HR Practices on Engagement 

Survey statements on HR practices and their average scores: 
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HR Practice Mean Score Employee Agreement Level 

Recognition & Rewards 3.7 Generally satisfied 

Career Development 3.5 Moderate opportunities 

Work Environment & Culture 4.0 Positive and supportive 

Communication Effectiveness 3.8 Good but room for improvement 

Work-Life Balance 3.6 Reasonably flexible 

Recognition and a supportive culture ranked highest, reflecting their importance in engagement at CRG 

Solutions. 

4.6 Qualitative Insights 

Interviews with managers revealed that: 

● Employees highly value timely recognition, such as monthly awards and peer appreciation. 

● Career development programs exist but need expansion to include mentorship and training. 

● Open communication channels encourage employee feedback but sometimes get bottlenecked in 

middle management. 

● Work-life balance initiatives like flexible working hours have improved morale, especially post-

pandemic. 

5. Case Study: CRG Solutions, Pune 

5.1 Company Overview 

CRG Solutions is a Pune-based mid-sized firm specializing in data analytics, automation, and business 

consulting services. Founded in 2015, the company has grown steadily to employ over 200 professionals 

across technical, managerial, and support functions. The organization prides itself on its innovative solutions 

for clients across finance, healthcare, and retail sectors. 

5.2 Organizational Culture and Employee Engagement Practices 

CRG Solutions promotes a culture of openness, learning, and recognition. The HR department has 

implemented several engagement initiatives to improve employee motivation and retention: 

● Recognition Programs: Monthly “Star Performer” awards based on peer and manager 

nominations. 

● Career Growth: Structured training sessions and a clear internal promotion framework. 

● Flexible Work Arrangements: Options for remote work and flexible hours to support work-life 

balance. 

● Open Feedback Channels: Regular town halls and employee surveys to gather opinions and 

suggestions. 

● Team-Building Activities: Quarterly outings, hackathons, and wellness programs. 

5.3 Challenges Faced 

Despite these initiatives, CRG Solutions has encountered several challenges impacting employee 

engagement: 
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● Rapid Growth Pressures: Scaling the team quickly has strained communication and leadership 

bandwidth. 

● Mid-Level Management Bottlenecks: Some employees reported delays in decision-making and 

recognition due to middle management layers. 

● Career Development Gaps: Although training programs exist, employees desire more 

personalized mentorship and growth paths. 

● Workload Stress: Certain teams, particularly analytics, reported high pressure during peak project 

delivery cycles. 

5.4 Impact of Engagement Initiatives on Productivity 

The company’s HR data and survey results indicate that employees who rated engagement practices 

positively also showed higher productivity metrics, including: 

● Meeting project deadlines consistently 

● Fewer absenteeism days 

● Higher quality and innovation in deliverables 

For example, the analytics team, which scored highest on engagement (average 4.2/5), demonstrated a 15% 

higher project success rate compared to the sales team, where engagement averaged 3.6/5. 

5.5 Employee Testimonials 

“The recognition we get at CRG Solutions really motivates me to give my best. Knowing my efforts are 

appreciated makes a big difference.” — Analytics Associate 

“Flexible hours helped me manage my personal commitments without compromising work, which has kept 

me productive.” — Software Developer 

“Sometimes it feels like middle management slows things down, but the leadership is open to feedback, and 

improvements are ongoing.” — Team Lead, Sales 

6. Key Findings and Discussion 

6.1 Strong Positive Link Between Engagement and Productivity 

The data collected through the survey and case study clearly demonstrate a strong positive correlation (r = 

0.76) between employee engagement and productivity at CRG Solutions. Employees who reported higher 

levels of emotional, cognitive, and behavioral engagement also rated their productivity higher. This supports 

existing literature (Harter et al., 2002; Saks, 2006) and validates the notion that engaged employees tend to 

perform better. 

6.2 Recognition and Supportive Culture Drive Engagement 

Recognition programs and a positive work environment emerged as the most impactful factors on 

engagement. Employees appreciated timely rewards and a culture that encouraged open communication and 

teamwork. These findings align with Deci & Ryan’s (1985) self-determination theory, which states that 

recognition satisfies intrinsic motivation needs, boosting engagement. 

6.3 Career Development is an Area for Improvement 

While CRG Solutions offers training and promotions, survey responses and interview insights suggest that 

employees desire more personalized career growth paths and mentoring. This gap can undermine long-term 
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engagement and retention, particularly for ambitious younger professionals who seek rapid skill 

development and clear advancement trajectories. 

6.4 Work-Life Balance Helps Sustain Productivity 

Flexible working arrangements, including remote work options, contributed positively to engagement and 

productivity, especially in the post-pandemic context. Employees with better work-life balance reported 

lower stress and higher motivation, consistent with Greenhaus & Beutell’s (1985) findings on work-life 

integration. 

6.5 Challenges of Rapid Growth and Middle Management 

Rapid organizational expansion has introduced communication bottlenecks and delays in recognition at the 

middle management level. This is a common issue in growing startups, where leadership must balance 

scalability with maintaining personal connections. Addressing this challenge will be critical for CRG 

Solutions to sustain high engagement and productivity. 

 
Discussion 

The findings highlight that CRG Solutions, despite being a mid-sized firm in a competitive Pune market, 

has effectively implemented key employee engagement practices that correlate with higher productivity. 

However, continuous improvement, especially in career development and middle management 

empowerment, will be necessary to maintain momentum. 

For other similar Indian startups, these results emphasize the importance of investing in employee 

engagement not just as a feel-good initiative but as a core strategy to enhance organizational performance. 

7. Conclusion and Recommendations 

7.1 Conclusion 

This study examined the relationship between employee engagement and productivity at CRG Solutions, a 

Pune-based mid-sized IT and analytics company. Through a mixed-method approach combining survey data 

and a case study, it was found that higher employee engagement is strongly associated with improved 

productivity. 

Key factors contributing to engagement included recognition programs, a supportive organizational culture, 

and flexible work arrangements. However, areas such as personalized career development and middle 

management effectiveness require further attention to sustain and enhance engagement levels. 

The research supports existing theories on the importance of employee engagement in knowledge-driven 

organizations and adds valuable insights specific to the Indian startup context. CRG Solutions serves as a 

representative example where deliberate HR initiatives positively impact employee motivation and 

organizational performance. 

7.2 Recommendations 

Based on the findings, the following recommendations are proposed for CRG Solutions and similar 

organizations aiming to boost engagement and productivity: 

1. Enhance Career Development Programs: Introduce personalized mentorship, skill-building 

workshops, and clear promotion paths to address employee aspirations and retain talent. 
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2. Empower Middle Management: Provide training and tools for mid-level managers to improve 

communication, recognize team members promptly, and reduce decision-making delays. 

3. Sustain and Expand Recognition Initiatives: Continue with regular awards and consider peer-to-

peer recognition platforms to encourage a culture of appreciation. 

4. Maintain Flexible Work Policies: Keep flexible work options and explore further wellness 

programs to support work-life balance and reduce burnout. 

5. Regular Feedback Mechanisms: Implement ongoing employee engagement surveys and feedback 

forums to monitor sentiment and address emerging issues proactively. 
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Appendix 

Survey Questionnaire Used for Employee Engagement Study at CRG Solutions 

1. How satisfied are you with the recognition and rewards system at CRG Solutions? 

(1 - Very Dissatisfied to 5 - Very Satisfied) 

2. Do you feel your work environment encourages collaboration and support? 

(1 - Strongly Disagree to 5 - Strongly Agree) 

3. How effective do you find the communication from management? 

(1 - Very Ineffective to 5 - Very Effective) 
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4. Are you satisfied with the career development opportunities provided by the company? 

(1 - Very Dissatisfied to 5 - Very Satisfied) 

5. How would you rate your current work-life balance? 

(1 - Very Poor to 5 - Excellent) 

6. Do you feel motivated to perform your best at work? 

(1 - Never to 5 - Always) 

7. How often do you receive constructive feedback from your manager? 

(1 - Never to 5 - Always) 

8. Do you believe the company values your contributions? 

(1 - Strongly Disagree to 5 - Strongly Agree) 

9. How likely are you to recommend CRG Solutions as a great place to work? 

(1 - Not Likely to 5 - Extremely Likely) 

10. Any additional comments or suggestions on improving employee engagement? 

 


