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PREFACE

Organization refers to a social system that gathers individuals for specific purposes
to achieve effective organizational functioning, as well as helping an organization
to survive in an increasingly dynamic and complex environment. Organization can
become simultaneously effective and efficient if there is conscious and continuous
learning. Thus, it is necessity to improve the organization, in the form of designing
learning organizations that are capable to meet the challenges of dynamic and

complex environment.

All successful people are learners; likewise, successful organizations too are
learning organizations. Successful people have the ability to and are prepared to
change and adapt with environment. This means that organizations must be kept on
their toes, in order to maintain adaptability and flexibility in an ever-changing
world, the importance of learning organization as a strategy for adaptation is
impossible to overstate. In order to cope up with the changing world we must

change our activities and ideas.

Learning Organization views challenges as an opportunity to become more
effective, flexible and responsive. Therefore, organizations need to discover with
the how to tap people’s commitment and capacity to learn at all levels. Here, HR
Professional play crucial role to attract, retain, nurture and engage people who
foster a sense of purpose, develop unique strategies, attract other committed people,
have an ability to innovate and view work environment as a continual learning

structure.

In today’s era, it is necessity of an organization as well as for HR Professional to
study these areas to find out the relationship between learning organization,

employee engagement, retention and job satisfaction.
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CHAPTER -1 INTRODUCTION

LEARNING ORGANIZATION

Learning is the most powerful, engaging, rewarding and enjoyable aspect of our
personal and collective experience. As the world become a small village and more
interconnected at the same time organizations becomes more complex, working of
employees must become more “learning.” In today’s scenario, learning of a one
person is not enough for the organization. The organizations which know strategies
to tap employees’ commitment and capacity to learn and develop at all levels of

organization can only excel in this competitive edged.

Garvin (1993) define “Learning organization is one which is skilled at creating,
acquiring and transferring knowledge and modifying its behavior to reflect new

knowledge and insights”.

Watkins and Marsick (1997) focuses distinctive levels of learning: (a) individual,
(b) team, (c) organization, (d) society, and seven elements on which the design of
a LO depends. These are: (a) create continuous learning opportunities, (b) promote
inquiry and dialogue, (c) encourage collaboration and team learning, (d) establish
systems to capture and share learning, (e) empower people towards a collective
vision, (f) connect the organization to its environment, and (g) provide strategic

leadership for learning.

Moilanen (2005), “Learning organization is consciously managed organization
with learning as a vital component in its values, vision and goals as well as its
everyday operations and their assessments.” Watkins and Marsick (1996) proposed
an integrated model for a learning organization and defined a learning organization
as “one that learns continuously and transforms itself . . . Learning is a continuous,

strategically used process — integrated with and running parallel to work”.



Senge (2006) in his book ‘The Fifth Discipline’ proposed five discipline. Each
discipline provides vital dimension in building an organization that can ‘learn’ and
can continuously enhance their capabilities to realize their highest aspirations. A
“discipline” from the Latina discipline mean to learn. It is a body of theory and
technique that must be studied and mastered to be put into practices. It is

developmental path for acquiring certain skills or competencies.

Following are the five discipline of learning organization.

System Thinking

A system thinking is a conceptual framework, a body of knowledge and tools that
has been developed to make the full patterns clearer and to help us see how to
change them effectively.

Personal Mastery

Personal Mastery mean a special level of proficiency in every aspects of life. This
discipline is the spiritual foundation of learning organization. People with high
level of personal mastery are consistently able to realize their results.

Mental Model

It deeply ingrained assumptions, generalizations, or even pictures that influences
our understanding and the way we take decision. The mental model starts with
learning to bring out our internal pictures of the world, to bring the surface and hold
them rigorously to scrutiny.

Building Shared vision

It fosters a commitment to the long term involves the skill of unearthing shared
“pictures of the future” that poster genuine commitment and enrollment rather than
compliance. Here, generatively learning occurs as people are starving to achieve
something.

Team Learning

It starts with “dialogue” the capacity of members of a team to suspend assumptions
and enter into a genuine “thinking together”. It involves learning how to recognize

the patterns of interaction in teams that undermine leaning.



ADVANTAGE OF BECOMING LEARNING ORGANIZATIONS
e Creativity &Innovation
e Collaboration
e Continuous & Sustainable Improvements
e Satisfied employees
e Readiness to Change in competitive edge

e Improve quality of work all levels

EMPLOYEE ENGAGEMENT

The personnel engagement was very first defined by William Kahn (1990) "the
harnessing of organization members' selves to their work roles; in engagement,
people employ and express themselves physically, cognitively, and emotionally
during role performances "

According to Kahn (1990), engagement means to be psychologically as well as

physically present when occupying and performing an organizational role.

DRIVERS OF ENGAGEMENT

e Working Relationship

e JobRole

e Organization Culture

e Career Development and opportunities:

e Rewards and Recognition

e Learning and Training Opportunities

e Performance Management

e Leadership

e Communication
RETENTION
Employee-retention is generally ‘the intention of employees to stay loyal to their
current-workplace’ (Huang and Chaung, 2006) Retention is a process in which
employees are motivated to associated with organization for maximum period of

time. Retention is an effort of organization to develop and foster an environment
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that encourages employees to remain with organization for longer duration with the
help of effective policies and practices of organization.

Therefore, organization started designing and implementing various strategies and
develop a working environment where employee like to work. There are various
factors which affects retention. Organization need to take care of those factors while

preparing organization policy.

There are various factors affecting retention of employees. These are reward &
recognition, training and development, work — life balance career development,

superior -subordinate relationship, leadership, compensation, working environment

JOB SATISFACTION

Job satisfaction is one of the variables of current study, to study its relationship with
learning organization. Employees give lot of importance to job satisfaction. The job
satisfaction influencing factors differ from person to person due to individual
difference. In today’s era, each organization having diverse workforce and
employees from two generation is very difficult to provide feeling of job
satisfaction. Therefore, it is necessary to study its relations with learning

organization.

Job satisfaction is vital component of organization health. The degree of job
satisfaction indicates organization health. “Job satisfaction is the combination of
psychological, physiological and environmental circumstances that causes a person
to truthfully say “I am satisfied with my job.” (Hoppock,1935)

There are various factors that affects job satisfaction of employees. These are
organizational, Working Environment of organization, Work itself, Personal

Factors.



CHAPTER - 1II RESEARCH METHODOLOGY

Research methodology is the soul of research work. It is defined guideline for those
who are doing research or willing to explore. This research methodology chapter
discuss about the research problem selected by researcher, research objectives,
research hypotheses, research design, sampling design, population determination,
sampling size, sampling techniques, questionnaire design as data collection toll,

pilot survey, checking reliability.

SIGNIFICANCE OF THE STUDY

For the survival of Industries it is necessity to continuously adop new techonologies
& system which require highly competent workforce which is possible only if
Industries continuously provide developmental opportunity to its employee. As the
same time it is chanllenging for an industries to enagage and retail talented

workforce by satisfing their job requirement.

The present study helps in understanding Learning organization and employee
engagement, retention and Job Satisfaction. It tries to highlight the various areas of
learning organization which is the necessity of an industries. The present study will
be contributing to the academic as well as professional development of the
Industries by focuing on effective way of providing learning, various factors for
engaging employees and retaining them. It will also contribute towards job

satisfaction of employees.

It highlights the association between Learning organization and employee
engagement, retention and job satisfaction. On the basis of this information and
related facts the organization can take appropriate steps for employee engagement,
retention and Job satisfaction which lead to success, efficiency, and consistency of

the organization.



RELEVANCE OF SOCIAL WORK PROFESSION

Human being is a social animal. Human craves for human relations, is unhappy if
left alone for too long. They associate with fellows & joins group for the
companionship. When humans are working within an organization, they spend
most of their time in Job as an employee. Therefore, their interest, jobs, fears,
personal aspiration, family and community problems which are aligned with their
Job. Social work as a profession is always concerned to deal with human. Social
work is a systematic way of helping individuals and groups towards better
adaptation to work situation. In today’s Scenario, the dynamic conditions of
economic and technology require employees to keep rethinking about social
situation, adopting new things & developing a network of new relationship. Thus,
it is very important for the organization to develop a workplace where employee

can have satisfying work relationship.

Social work as a profession has worked a lot for the employee’s welfare,
development & right at workplace. Social work as a profession help in creating
safer & family-friendly workplace as well as helps in managing workplace conflict.
A growing practice area for occupational social workers is in employee assistance
programs.

In organization, Social work as a profession play role as a Human Resource
management, Industrial Relation and Industrial Social Work. It is always important
for industries to have a well-trained and responsive workforce. Human Resource
personnel helps employees to develop their skills and their ability to use their own
resources and work as a team to resolve problems. Social work professional
working as human resources consultant; guide and nurture the employees right from
recruitment, induction, performance to their advancement in the organization. In
today’s everchanging legal, economic, cultural and technological environment
which require to emphasizes on accountability & effective management of human
talent which is very critical. Considering the complex nature of Human behavior,
human resources managers continuously focus on employee’s development,

retention, satisfaction.



OBJECTIVE OF THE STUDY

= To study learning organization and explore various characteristic of
learning organization

= To analyse various drives underlying employee engagement

= To examine retention within organization

= To measure job satisfactions of employee

= To study relationship between of personal variable such as age, education,
designation and total experience and learning organization, employee

engagement, Retention and Job satisfaction.

HYPOTHESIS OF THE STUDY
= There is relationship between employee engagement and retention
= Better learning opportunity, higher will be Job satisfaction

= Higher the Employee engagement, Greater will be Job satisfaction

RESEARCH DESIGN

The research design is exploratory cum descriptive in nature. The study describes
various aspects of learning organization, employee engagement, retention and Job
satisfaction. It also explores to study relationship of Learning Organization with
independent variable as well as with other variables such as employee engagement,

retention and Job satisfaction.

UNIVERSE
Universe of the study were all employees working in various industries situated in
Vadodara District.



POPULATION
The population of the present study comprises of employees working in industries
from Vadodara Districts. The Industries were selected based on fulfillment of
anyone of the below mentioned criteria.
e The industries which are listed in Fortune India 500 and that are located in
Vadodara district.

(https://www.fortuneindia.com/fortune-500?year=2017)

e The industries which has been awarded as “A Great place to work™ and are
located in VVadodara District.

e The industries which are following any three characteristics (Holistic
Frame, Strategic thrust, Shared Vision, Empowerment, Information flow,

Internality, Learning and Synergy) of Learning Organization as its value.

RESEARCH SETTING
In present study, researcher has selected following industries for the purpose of

collecting data.

;:)'. Organization Frequency Pe(l‘;zgnt

1 CEAT Tyres Limited 68 18.9

2 GAIL (India) Limited 34 94

3 IDEX India Private Limited 48 13.3

4 Larsen & Toubro Limited 40 111

5 Lupin Limited 40 111

6 National Engineering Industries Ltd. 39 10.8

7 Schaeffler India Limited 53 14.7

8 Schott Kaisha Private Limited 38 10.6
Total 360 100

SAMPLE & SAMPLING

For the present study researcher has used purposive sampling method. The sample
of the study comprises of 360 employees from various level i.e. top, middle and
lower levels who were selected from the above mention population. The sample

were selected from the employees having an experience of one or more years.


https://www.fortuneindia.com/fortune-500?year=2017

VARIABLES

Independent Variables; include all personal information of the employee such as

Age, education, qualification, department, designation, marital status, total work

experience etc.

Dependent variable; include various aspects related to Learning organization,

employee engagement, Retention and Job satisfaction.

TOOL FOR DATA COLLECTION:

Primary Data

The data was collected by using questionnaires method. It comprises of both Closed

as well as opened-ended questions.

Researcher has used standardized questionnaire for Learning Organization (by
Udai Pareek) and Job satisfaction, (By Professor C.N. Daftuar). And for the other

variables i.e. Employee Engagement and Retention self-design questionnaire will

be used. Likert five points rating scale was used ranging from 1 — 5 (Strongly

Disagree to Strongly Agree) for employee engagement and retention.

1.

2.

3.

4.

Learning organization measures 8 dimensions with 48 items. These
dimensions are Holistic Frame, Strategic thrust, Shared Vision,
Empowerment, Information flow, Internality, Learning, Synergy
Employee engagement consisting of 6 dimensions with 24 items and these
are  Emotional Attachment, Communication, Involvement and
Belongingness, Growth and Development, Change Management, Trust
Retention measures 6 dimensions which consists 21 items. These are
Future Vision, Performance Enablement, Manager Effectiveness,
Recognition, Work-Life Balance, Willingness to Stay.

Job Satisfaction measures 9 dimensions with 16 items. These dimensions
are Creativity, Opportunity for Growth & Development, Decision Making
power, Job Security, Remuneration, Working Condition, Interpersonal

Relationship, Recognition to work, discrimination of power.



This self-design tools were validated by the distinguished and experienced experts
from the field of Human Resource Management who belong to academic as well as
Industries. Experts were asked to give their suggestions on statement for both
Variables. Modification were made based on their suggestions. Thus, in this study
only those statements were used which were proper and fulfill the purpose of the
study.

Secondary data: The secondary data were collected from journal articles,

reviewed journal, magazines, books etc.

Reliability of Tool

Reliability test was conducted to ensure reliability of statement used in the
Employee Engagement and Retention To test the internal consistency, researcher
has applied the Cronbach's alpha test using the reliability. Here, researcher has
considered a sample of 65 respondents (which is 15% of the total sample). By
following the rule of George and Mallery (2003) the output can be interpreted as:
Reliability of Employee Engagement

Case Processing Summary

N %
Valid 65 100
Cases Excluded? 0 0
Total 65 100

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's | Cronbach's Alpha Based on

N of Items
Alpha Standardized Items
0.941 0.941 24

The alpha coefficient is 0.941, which suggest the greater internal consistency of the

items (variables) in the scale.
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Reliability of Retention

Case Processing Summary

N %
Valid 65 100
Cases Excluded?® 0 0
Total 65 100

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's | Cronbach's Alpha Based on

) N of Items
Alpha Standardized ltems
0.915 0.925 21

The alpha coefficient is 0.915, which suggest the greater internal consistency of the
items (variables) in the scale.
The secondary data will be HR policies & Procedure, organizations’ website,

publications in academic and professional journals and books.

TREATMENT OF THE DATA

Researcher has used editing, coding, tabulation and interpretation of data. Standard
deviation, correlation, chi-square, ANOVA and Post Hoc Test as a statistical tool
by using SPSS.

LIMITATION
Researcher has faced following limitations throughout the process of data
collection.
e Researcher faced difficulties in getting permission; its time-consuming
process which increase duration of data collection.
e As its new area of studies, initially it was difficult to get secondary data

specially in Indian context.
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Learning Organization

The learning organization is an organization where employees continuously
develop their capacity to achieve goal, where creative& innovative way of thinking
are natured, where people continuously focus on learning as an individual as well
as an organization. In this present study, learning organization refers to eight
dimensions viz holistic approach, strategic thinking, shared vision, empowerment,
Information flow, Internality, learning and synergy which are identified for learning

organization. s

Employee Engagement

Employee engagement is the emotional attachment of an employee towards his or
her job, peers and organization. In this study, employee engagement refers to
employee’s emotional attachment, involvement and belongingness, growth &

development, communication, trust and change management.

Retention

Retention refers to the strategies in the form of various policy, procedure and
practices implemented by organization to help the employees to stay within the
organization for longer duration. In this Study, Retention refers to future vision,
performance enablement, manager effectiveness, Recognition, work-Life Balance,

willingness to stay.

Job Satisfaction

Job satisfaction refers to the positive feelings of employees towards their job which
includes their salary, working condition, interpersonal relations, recognition and
career opportunity. In this study, Job Satisfaction refers to creativity, opportunity
for growth & development, decision making power, job security, remuneration,
working condition, interpersonal relationship, recognition to work, discrimination

of power.
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CHAPTER - III FINDINGS, CONCLUSION AND SUGGESTIONS

FINDINGS

The researcher has tried to state major finding regarding to learning organization,

employee engagement, retention and job satisfaction and its association and

correlation with independent variable. Conclusion is summarization of major

findings.

SECTION - I Respondents’ demographic profile

40.6% respondents belong to the age group of 30-40 years.

Majority respondents i.e. 82.5% are male.

Majority of the respondents i.e. 65% were married.

39.4% respondents are having bachelor’s degree in educational
qualification.

Majority of the respondents i.e. 33.6% were Executive

42.7% respondents were working with production department

Majority of the respondents i.e. 37.2 % (n=134) respondents were getting
salary of 1,50,000 & above.

21.7% (n=78) respondents were having 4 - 6 years of experience in present
company and 30.8% (n=111) respondents have total 5 - 10 years of

experience.

SECTION 1I
FINDING REGARDING LEARNING ORGANIZATION, EMPLOYEE
ENGAGEMENT AND RETENTION AND JOB SATISFACTION

52.5 % (n=189) respondents strongly agreed that their organization is
Learning Organization.

58.7% (n=212) respondents strongly agreed for having Employee
Engagement in the organization .

46.4% (n=167) respondents strongly agreed for having Retention strategies.
46.4% (n=167) respondents said that they have Job Satisfaction.

13



SUMMARY OF FINDINGS FROM CHI-SQUARE TEST, CORRECTION

AND ANOVA TEST
Chi- | Pears
L Pearson Correl F -
Association between ) Square on . F - Test L
) Chi- ation Test |Findings
Variables - Value |Correl (Sig.) Value (sig.)
q (Sig.) | ation = &
LO Age 27.361° 0.001 2027 0.000 6.804 0.000 [Association is Significant
LO Education 26.235" 0.000 451" | 0004 | 15.196 | 0.000 |Association is Significant
LO Designation 27.425a 0.007 170" 0.001 4.451 0.002 [Association is Significant
LO Total Experience | 43.197a 0.000 162" 0.002 6.813 0.000 [Association is Significant
EE Age 20.690a 0.014 2197 0.000 6.842 0.000 [Association is Significant
EE Designation 26.769a 0.008 200" | 0.000 4.19 0.003 |Association is Significant
EE Total Experience | 34.325a 0.003 232" 0.000 6.18 0.000 [Association is Significant
Retention |Age 17.371a | 0.008 197" | 0.000 5.529 | 0.001 |Association is Significant
X . X " Association is not
Retention [Designation 10.134a 0.256 151 0.004 2,502 | 0.042 | = ..
Significant
Retention |Total Experience | 28.291a 0.002 228 | 0.000 8.121 | 0.000 [Association is Significant
1S Age 17.518a 0.008 228" | 0.000 6.845 | 0.000 |Association is Significant
IS Education 17.792a 0.001 138™ | 0009 | 14.812 | 0.000 |Association is Significant
" Association is Not
JS Designation 11.519a 0.174 186 0.000 3.667 0.006 L
Significant
JS Total Experience | 34.443a 0.000 258" 0.000 8.082 0.000 [Association is Significant
LO EE 106.383a | 0.000 468" | 0.000 98.792| 0.000 |Association is Significant
LO RETENTION 207.334a | 0.000 543 | 0.000 130.221| 0.000 |Association is Significant
Association is
LO 1S 277.966a | 0.000 5307 | 0.000 | 408.338| 0.000 [Significant, Hypothesis
Accepted
Association is
EE RETENTION 90.102a 0.000 824” | 0.000 43.271| 0.000 |Significant, Hypothesis
Accepted
Association is
EE IS 124.526a 0.000 762" | 0.000 39.407| 0.000 (Significant, Hypothesis
Accepted
Retention [JS 225571% | 0.000 832" | 0.000 163.662( 0.000 |Association is Significant

(LO — Learning Organization, EE = Employee Engagement, JS = Job Satisfaction)
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SECTION III FINDINGS FROM CROSS TABULATION

» There is significant association between Age as a independent variable and
Learning Organization, Employee Engagement, Retention, Job satisfaction
with significance values 0.001, 0.014, 0.008, 0.008 respectively. which is
less than its alpha value (a=0.05).

» There is significant association between Educational qualification and
Learning organization, Employee Engagement, Retention, Job satisfaction
with significance value of 0.000, 0.001, 0.001, 0.000 respectively.

« There is significant association between Designation and Learning
organization, Employee Engagement significance value of 0.007. Here, the
P-value (0.007) & 0.008 respectively.

» There is significant association between respondents’ total experience and
Learning organization , Employee Engagement, Retention, Job satisfaction
with significance value 0.000, 0.003, 0.002, 0.000.

e There is strong significant association between learning organization and
employee engagement. As Chi-Square Value is 106.282a with significance
value 0.000.

e Learning organization and retention has strong significant association as
Chi-Square Value is 207.334a with significance value 0.000.

e Learning Organization has strong significant association with job
satisfaction. Here, Chi-Square Value is 277.966a with significance value
0.000 which is less than its alpha value (¢=0.05). Here, finding proves the
hypothesis that better learning opportunity, higher will be Job satisfaction.

e There is strong association between employee engagement and retention.
Here, Chi-Square Value is 90.102a with significance value 0.000. The result
proves the hypothesis that there is strong relationship between Employee
Engagement and Retention.

e There is strong association between employee engagement and job

satisfaction. The Chi-Square Value is 124.526a with significance value

15



0.000. The finding proves the hypothesis, higher the Employee
Engagement, Greater will be Job satisfaction

Retention and job satisfaction has a strong significant association with Chi-
Square Value is 25.571a and significance value of 0.000.

SECTION IV FINDINGS FROM CORRELATION (significance level is 0.01
(2-tailed).)

There is positive correlation between independent variable & dependent
variable i.e. age, educational qualification, designation & total experience
and learning organization where (r=.202), (r=.151), (r=.170) & (r=.162)
respectively.

There is positive correlation between age, designation & total experience
and employee engagement(r=.219), (r=.200), (r=.232) respectively.

A positive relation was found between Age, Designation & Total
experience and Retention (r=.197), (r=.151), (r=.228) respectively where p
value is 0.000.

A positive correlation between age, educational qualification, designation
& total experience and job satisfaction (r=.228), (r=.138), (r=.186), (r=.258)
respectively where p value is 0.000.

There is positive correlation between learning organization and employee
engagement (r=.468) where p value is 0.000.

A positive relationship between learning organization and retention is
found (r = .543) with p value < 0.01. This represents that learning lead to
higher retention in the organization. ‘Learning’ as one of the dimensions of
Learning Organization has positive relation with retention (r=.517).

There is a positive correlation between learning organization and job
satisfaction (r =530). This finding proves hypothesis that better learning
opportunity, higher will be job satisfaction. Thus Learning has strong
positive correlation with job satisfaction (r=.501)
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There is strong positive correlation between employee engagement and
retention (r =824). Here it proves the hypothesis that higher the employee
engagement, higher will be retention.

There is strong positive correlation between employee engagement and job
satisfaction (r =762) as p value is less than 0.01. That means higher the
employee engagement, higher will be job satisfaction.

There is Strong positive correlation between retention and job satisfaction
(r=.832). They share positive significant relationship as p value is less than
0.01. Performance enablement has positive correlation with job satisfaction.

SECTION V
FINDINGS FROM F — TEST (ANOVA - ANALYSIS OF VARIANCE) &
POST HOC TEST

There is significant association of age with learning organization, employee
engagement, retention and job satisfaction as their P value 0.000, 0.000,
0.001 and 0.000 respectively which is less than a=0.05. Further it is found
by post Hoc test that there is significant difference is between age group of
20-30 to 30-40 & 50-60, in association learning organization. There is
significance difference between age group of 20-30 to 30-40 as their p value
is less than alpha value (0=0.05) for retention. In job satisfaction, there is
significance difference between age group of 20-30 to 30-40, 40-50 & 50-
60 as their p value is less than alpha value (¢=0.05).

There is significant association of educational qualification and learning
organization as F value is 15.196 with significance level 0.000 which is less
than its alpha value (0=0.05). Further Post Hoc test shows significance
difference found from educational qualification of diploma degree to
bachelor degree & Master degree as p value is less than alpha value
(a=0.05).
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There is significant association between educational qualification and
employee engagement as F Value is 10.517 with significance level 0.000
which is less than its alpha value (a=0.05). Further analysis by Post Hoc
Test found significance difference from educational qualification of
diploma degree to bachelor degree and between master degree to bachelor

degree as p value is less than alpha value (¢=0.05).

The F Value is 9.15 with significance level 0.000 which is less than its alpha
value (a=0.05) which shows significant association between educational
qualification and retention. Post Hoc test found significance difference from
educational qualification of diploma degree to bachelor degree, between
bachelor degree to master degree as p value is less than alpha value
(0=0.05).

There is significant association between educational qualification and job
satisfaction as F Value is 14.812 with significance level 0.000 which is less
than its alpha value (0=0.05). The Post Hoc test found significance
difference from educational qualification of diploma degree to bachelor
degree & Master degree, between bachelor degree to master degree as p

value is less than alpha value (a=0.05).

The F Value is 4.451 with significance level 0.002 which is less than its
alpha value (0=0.05) between designation and learning organization. This
represent that designation has significant association with Learning
organization. Further Post Hoc test found significance difference between
designation of executive to Manager as p value is less than alpha value
(0=0.05).
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The F Value is 4.19 with significance level 0.003 which is less than its alpha
value (0=0.05) between designation and employee engagement. This
represent that designation has significant association with employee
engagement. The further analysis shows that this significance difference
between designation of executive to manager as p value is less than alpha
value (0=0.05).

The F Value is 2.502 with significance level 0.042 which is less than its
alpha value (¢=0.05). This represent that designation has significant
association with retention. But further analysis of Post Hoc test found that
there is no significance difference between designations.

There is significant association between designation and job satisfaction as
F Value is 3.667 with significance level 0.006 which is less than its alpha
value («=0.05). This represent that there is significant association between
designation and job satisfaction. The further Post Hoc test found that
significance difference between designation of Executive to Manager as p
value is less than alpha value (¢=0.05). This is shows that job satisfaction

of respondents has positively affected by designation.

There is significant association between total experience and learning
organization as F Value is 6.813 with significance level 0.000 which is less
than alpha value («=0.05). This represent that total experience has strong
positive significant association with Learning organization. The host hoc
test result shows significance difference between total experience of 0- 5

years to 5 — 10, 10-15 and 25 & more years of experience.

There is significant association between total experience of respondents and
employee engagement as F Value is 6.18 with significance level 0.000
which is less than its alpha value (0=0.05) . The further Post Hoc test shows

significance difference between total experience of 0- 5 years to 5 — 10, 15
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- 20 and 25 & more years of experience. This shows employee engagement

is higher among experienced employees.

The F Value is 8.121 with significance level 0.000 which is less than alpha
value (0=0.05) between total experience and retention. It represents that
total experience has strong positive significant association with retention.
The further Post Hoc test shows significance difference between total
experience of 0- 5 years to 5—10, 10 — 15, 15 - 20 and 25 & more years of

experience.

The F Value is 8.082 with significance level 0.000 which is less than alpha
value (a=0.05) between total experience and job satisfaction. This represent
that total experience has strong positive significant association with job
satisfaction. Further Post Hoc test shows significance difference found
from total experience 0- 5 years to 5 — 10, 15 - 20 and 25 & more years of

experience.

It is concluded that learning organization has significantly associated with

employee engagement as F Value is 98.792 with significance level 0.000.

Learning organization and retention has significant association at F Value
is 130.221 with significance level 0.00 and learning organization has
significant association with job satisfaction with F Value is 408.338 with
significance level 0.000 which is less than its alpha value (0=0.05).
Employee engagement has significantly associated with retention as F
Value is 43.271 with significance level 0.000.

employee engagement and job satisfaction have significant association at F
Value is 39.407 with significance level 0.000.

Retention and job satisfaction are significantly associated with each-other
with F Value is 163.662 with significance level 0.000
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SECTION VI FINDINGS OF HYPOTHESIS

This section deals with testing of hypotheses with the help of cross tabulation,

correlation and ANOVA for learning organization, employee engagement,

retention and job satisfaction.

For Present Study, the researcher has formulated following hypothesis.

Better learning opportunity, higher will be Job satisfaction

There is relationship between employee engagement and retention

Higher the Employee engagement, Greater will be Job satisfaction

Sr. ) Chi-Square |Correlation |F - Test|Accepted/
Hypothesis . . . .

No Value (Sig.)|(Sig.) (Sig.) Rejected
There is relationship between

1 |employee engagement and .000 0.842 .000 Accepted
retention
Better learning opportunity,

2 |higher will be Job satisfaction| 0530 000 | Accepted
Higher  the Employee

3 |engagement, Greater will be .000 0.762 .000 Accepted
Job satisfaction

Based on the data analysis and it is found that all three hypotheses were tested and

accepted. Here, the p value is less than alpha value for all three hypotheses therefore

all the three hypotheses is accepted.
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CONCLUSION

From the finding it can be concluded that majority of the respondents working with
organization were middle aged i.e. between 30-40 year and having 4 - 6 years of
experience in current organization and 5-10 years total experience. They were
males and married. Majority respondents were having bachelor’s degree which
shows that they can understand the terms very well. Majority were working as

executive with production department.

Researcher found that organization are truly learning organization in terms of
dimensions of learning organization viz holistic approach, strategic thrust, shared

vision, empowerment, information flow, information flow, internality, learning and

synergy.

It shows that majority respondents felt engaged with organization. They felt that
they are emotionally attached and have an involvement & belongingness. They
were able to communication and trust each other and be part of change

management.

Study shows that there is high retention, as employees were having positive attitude
for the future vision of organization, their performance, manager effectiveness, for
recognizing their work, their ability to manage work life in present organization
and most importantly they were willing to stay with present organization. All these
positive factors affect successfully retaining employees for longer duration.

Study also shows that majority respondents were satisfied for having creativity in
job and getting growth & developmental opportunity while working with
organization. They feel secured with present job and satisfied with their working
condition, interpersonal relationship and decision-making power. They feel

satisfied with their remuneration and recognition received for work.
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The Finding shows learning organization has significant association with age of
respondents, qualification, designation and total experience of respondents. This
emphasis that with increased age and designation of respondents, learning also
increases but rate of increase among young respondents is less compared to higher
aged respondents which shows that young generation strives to learn and develop
a lot while experience people have learned a lot and their focus in delivering it to
younger generation. Total experience of respondents increases leads to increases

learning in learning organization.

There is significant association between employee engagement and age of
respondents, qualification, and total experience of respondents. As with increase
increased age and experiences people feel more attached and develop feeling of
family towards organization. Designation do not have any association with

employee engagement.

There is significant association and positive relationship between retention and age
of respondents, qualification, and total experience of respondents. Designation do
not have any association with employee engagement which means retaining for

longer duration is not affect by designation.

Job satisfaction has significant association with independent variable age,
education, designation and total experience. That mean all these variable plays an
important role in job satisfaction of employees and it has positive impact on job
satisfaction.

There is also significant association between learning organization with employee
engagement, retention and job satisfaction. That means learning organization leads
to increase employee engagement and retention in the organization. This supports
one of the hypotheses that is better learning opportunity, higher will be Job

satisfaction.
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It also represents that employee engagement, retention and job satisfaction are
mutually associated with each other. That means or retaining employees one need
to increase employee engagement. Engaged employees will retain with
organization for maximum duration which also resulted into job satisfaction in

employees.

The study shows positive relationship between learning organization and
independent variable i.e. age, educational qualification, designation, total
experience of the respondents which learning organization has affected by these
independent variables. Having employees with increased age and experience apart
from qualification contribute towards increasing learning which leads to learning

organization.

Employee engagement has positive relationship with age, designation total
experience of respondents. Whereas employee engagement has no correlation with
educational qualification. Employee engagement are affected by age, designation

total experience.

Retention has positive relationship with age, designation, and total experience. But
Retention has no correlation with educational qualification. As employees age and
experience increases and reaches to certain designation, they prefer to stay with

organization due to increased attachment and balanced work life.

Job satisfaction has positive relationship and association with age, educational
qualification, designation and total experience. Therefore, it can be concluded that

job satisfaction is affected by independent variable.

There is positive relationship between learning organization and employee
engagement, retention and job satisfaction. Increased employee engagement and
retention helps to continuously improve learning organization. Learning

organization has positive relationship and association with job satisfaction
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indicating that leaning organization brings job satisfaction among employees. It
also reveals that learning dimension has strongest relationship with employee
engagement, retention and job satisfaction which proved hypothesis that better

learning opportunity, higher will be Job satisfaction.

The study also reveals that employee engagement, retention and job satisfaction are
mutually sharing strong positive relationship with each other. Organization having
engaged employee helps successfully retaining their employees. It supports the
research hypothesis that is “there is relationship between employee engagement
and retention”. Both employee engagement and retention lead in gaining job
satisfaction among employees. It also proves hypothesis that higher employee
engagement, greater will be job satisfaction. Communication has strong positive
relationship with all these variables. It plays important role in retaining employees

and for their job satisfaction.

The present study shows learning organization and employee engagement have
positive correlation. There, increase in employee engagement leads to increase

learning organization.

IMPLICATIONS

e This research will be useful for the organization which wants to transform
their organization into Learning Organization. It will also be useful to
existing Learning Organization.

e This study can help HR professional by providing better understanding
regarding relationship between Learning Organization, employee
engagement, retention and Job Satisfaction.

e HRtrainer can develop training plan and manuals for strengthening learning
in the organization.

e This study helps HR Professional in planning activities which will lead
employees towards individual learning, team learning, employee

engagement, retention and job satisfaction.

25



SUGGESTIONS

Based on present study’s analysis and finding, the researcher has suggested

following guideline to improve learning, employee engagement, retention and job

satisfaction at individual as well as organizational level.

1.

10.

11.

Organization should improve team building activities to develop trust among
employees. They should work in team and support each-other.

Improve superior subordinate and peer group relation within organization.
There should be healthy working environment where employee can be more
friendly, feeling of home and gain trust on management and subordinates.
Organization need to provide more conductive environment for employee
learning.

Management should increase employee involvement in its vision by
communicating it to all employees. The department Heads’ should share their
vision to each employees of the organization and help them to link it with
individual goal and organization goal.

Organization should increase employee involvement by share strategic
information and decision and inviting their suggestions and idea for the same.
Employees should be trained to connect themselves with the organization and
can see the larger side of any event in the organization.

The organization should give importance to critical enquiry and reflect on it
rather than focus on only completing task.

There is need to develop understanding of interdependence among employees to
improve coordination among themselves.

Employee empowerment is needed to improve to keep employee motivated and
increase learning within organization

Enhancement of learning, coordination and trust: organization should
introduce team-based learning scheme, form committee/group who bring
encourage employees to come with new idea and implement it as team work
such as kaizen, Quality circle which should be coordinated by management and

linked with organization as well as employees’ KRA.
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12.

13.

14.

15.

16.

17.

Develop systems for sharing learning and information — organization should
continuously provide learning not only through training but using other sources.
Meeting should be utilized and keep in a way that people can get learning,
linking HRIS with learning module or any effective tool.

To strengthen Internality within organization should focus and trained
employees to work systematically. Organization should strengthen 5s which
helps in inculcating systematic working, Self-discipline and controlling own
area of work.

Managing work and employees: It is said that proper listening helps to resolve
issues. Issues or concern should be address on certain platform such as during
meetings, in the form of suggestion. Management/superior should always
encourage employees to participate so that they can share their views.
Strengthening concept of Self-development - Organization should develop a
system where employee get opportunity for self-development such as providing
e-source for self-learning, having portal where people can share knowledge as
and when they are available and can learn from each other. Implementation of
Total Productive Maintenance, Quality circle and kaizen helps in self-
development of employees.

Converting Vision into Action: Organization should convert its vision into
action plan. Many organizations have action, but it’s not properly
communicated. Only converting vision is not enough it should be communicated
to employees at all level. Organization vision must be converted into
organizations’ key performance indicator which further converted into
departmental/functional key performance indicator and shared with each
employee of the organization so that they can feel their importance, their
involvement and contribute towards organization vision.

Openness for feedback/ information: It is found that employee hesitate for
sharing negative information. Organization need to develop an environment
where employees can openly share their feedback weather positive or negative.
Superior need to strengthen their relationship where subordinate can freely share

negative feedback or information.
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PLAN OF ACTION

MODEL OF LEARNING ORGANIZATION WITH REFERENCE TO
EMPLOYEE ENGAGEMENT, RETENTION AND JOB SATISFACTION.

EMPLOYEE
ENGAGEMENT
5 %,
LEARNING .543
L ORGANIZATION J RETENTION
el
JOB SATISFACTION

Form the diagrammatic presentation it was found that learning organization has

762

positive relationship with employee engagement at (r=.468). learning organization
has positive relationship with retention at (r=.543). learning organization has
positive relationship with job satisfaction at (r=.530). Employee engagement has
strong positive relationship with retention at (r=.824). Retention has strong positive
relationship with job satisfaction at (r=.832). Employee engagement has strong

positive relationship with job satisfaction at (r = .762).
It can be concluded that, though learning organization has positive relationship with

employee engagement, retention and job satisfaction there is need to improve the

same. Here, I would like to share module and action plan for improvement.
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MODULE 1 FOR IMPROVEMENT LEARNING ORGANIZATION AND
EMPLOYEE ENGAGEMENT

This module shows that when employee engagement is high, it will lead to
contribute more in learning organization and when employee engagement is low it
adversely influences learning organization. Therefore, organization need to
improve their employee engagement under social welfare practices for learning
organization. To improve employee engagement, organization can apply various
social work methods. Social work methods like social case work for individual
improvement and social group work for organization level improvement can be
applicable. Here, HR personnel play vital role as a HR Consultant for the diagnosis
of individual behavior by using social welfare administration and community

development.

MODEL FOR IMPROVING LEARNING ORGANIZATION AND EMPLOYEE
ENGAGEMENT

/~ EMPLOYEE ENGAGEMENT \
+ Change Management
Improve + Trust

— | * Growth & Development

+ Emotional Attachment
—+| + |nvolvement & Belongingness

+ Communication
AN J

Application of social Work Method

LEARNING
ORGANIZATION

Administration

& Community

path

S

o

O

"_'Eﬁ'w”""ﬁ Individual Level
- Diagnostic approach .
Tmmlmmﬁmﬂ from Social Research ﬂs'm"m l:."?' "
practices such - ST G ;npmingmt:an wurltr
social investigation and .
mm counseling for Psycho- m:’::'"ﬂ" and
uu'ling' social understating of 0 ; ofation  amang
' : individual e
plans, career

o
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ACTION PLAN 1. FOR IMPROVING EMPLOYEE ENGAGEMENT
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MODULE 2 FOR IMPROVEMENT LEARNING ORGANIZATION AND
RETENTION

LEARNING ORGANIZATION

RETENTION

1.Future Vision

2. Performance Enablement
3.Manager Effectiveness
4.Recognition

5. Work-Life Balance

6. Intention to Stay

Individual

1. Laboratory training,

2. Career planning,

3. Managerial grid,

4. Stress management
5. Process consultation,
6. Johari window,

7. Transactional analysis,

Organization
1. MBO

2. Action Research,
3. Survey Feedback,

5. Decentralization

4. Quality of Work Life,
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ACTION PLAN 2 FOR IMPROVEMENT LEARNING ORGANIZATION
AND RETENTION

3
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MODULE 3 FOR IMPROVEMENT LEARNING ORGANIZATION AND
JOB SATISFACTION

ﬂ)B SATISFACTION \

o Creativity,

e Opportunity for growth and
development,

Decision Making Power,
Job Security,
Remuneration,

Working Condition,
Interpersonal Relation,
Recognition to Work,

\ Discrimination of Power /
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ACTION PLAN 3 FOR IMPROVEMENT LEARNING ORGANIZATION
AND JOB SATISFACTION
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