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AbstrAct

Purpose: The purpose of the study is to analyse how the of job satisfaction 
level can be enhanced through employee engagement and its dimensions 
namely, vigour, dedication and absorption. Augmenting the job satisfaction 
levels can increase the employee retention in organizations.  Research has 
proved that engaged employees can act as competitive advantage for 
organizations and creates quality workforce that is fully committed.

Methodology: The study was administered on 96 Managers who were 
representatives of 4 private sector banks in Delhi/NCR. Variables in the 
study were assessed using validated instruments.  Descriptive Statistics, 
Correlation and Regression were used for data analysis. 

Implications: Indian private banking sector has undergone incredible 
change in the last few decades. Due to enormously competitive scenario; 
it is relevant to note that banks need to distinguish themselves from 
each other. Enough research has been on the concept of employee 
engagement and its vitality to employee’s wellbeing, but there is limited 
research on employee engagement dimensions and relation between job 
satisfaction. The current research is imperative in providing insights into 
relation between employee engagement dimensions and its impact on job 
satisfaction levels.  
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InTroDucTIon

Engagement is defined as an affirmative association with one’s work, 
which is characterized by a sense of significance, competency, and impact 
(Macey & Schneider, 2008). Research on the topic has proliferated 
from the literature on burnout. Employee Engagement was initially 
considered as the exact opposite of burnout, but research has confirmed 
that it is definitely a different construct from burnout (Demerouti, Bakker, 
Nachreiner, & Schaufeli, 2001). Though, in spite of the criticism that 
employee engagement is job satisfaction only, that too beneath a new 
name (Macey & Schneider, 2008). Little research till date has attempted to 
distinguish engagement and job satisfaction. The current study examines 
the relationship between employee engagement dimensions and job 
satisfaction using descriptive analysis, correlation and regression analysis.

LITErATurE rEvIEw

Employee Engagement
Although, the concept of employee engagement is comparatively novel, it 
has already become a blistering topic in the corporate corridors. Researchers 
established that engagement builds a scenario where employees feel 
closely connected with their immediate managers, co-workers and their 
organizations. Also creates an engaging environment where employees 
have optimistic outlook towards their job and are keen to do quality job. In 
the academic circles, the idea of engagement is symbolized by four main 
approaches: need satisfaction view of Kahn (Kahn, 1990), burnout view 
of Maslach et.al.’s (Maslach, Schaufeli and Leiter, 2001), satisfaction-
engagement view of Harter et.al.’s (Harter, Schmidt and Hayes, 2002), 
and multidimensional view of Saks’s (Saks, 2006). Though all these 
views are relatively diverse, but they add to the in-depth understanding of 
employee engagement.

The significance of engagement is demonstrated by the literature on 
the concept, which also illustrates that an engaging environment in an 
organization pays off. Researchers verified and demonstrated that employee 
engagement enhances organization’s performance and accomplishment 
(Salanova et al. 2003; Harter et al., 2002). Most of the organizations are 
looking for the progression of the engagement for employees as a priority 
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(Ketter, 2008). Johnson in his book “The New Rules of Engagement” 
wrote that “the skill to engage employees, to make them work in your 
organizations will be one of the challenging organizational battles in 10 
years” (Johnson, 2004, p.1, as cited by Sange and Srivasatava, 2012). 
CEOs worldwide perceived employee engagement as one of the top five 
most imperative challenges for management and as a route to customer 
retention and revenue (Wah, 1999). 

Work engagement is defined as follows (Schaufeli, Salanova, 
González-Romá & Bakker, 2001):

“Engagement is an optimistic, satisfying, job-related condition of 
mind that is categorized by vigor, dedication, and absorption. Rather than 
a temporary and precise state, engagement refers to a more continual and 
invasive affective-cognitive state that is not focused on any particular 
object, event, individual, or behavior. Vigor is defined by elevated levels of 
energy and mental flexibility while working, the eagerness to put in efforts 
in one’s work, and determination even in the face of hitches. Dedication 
refers to being sturdily occupied in one’s work and experiencing a sense 
of meaning, keenness, motivation, superiority, and challenge. Absorption 
is regarded as being fully concerted and gladly immersed in one’s work, 
whereby time goes by speedily and one has problems with detaching 
oneself from work”.

Vigor and dedication are being sighted as direct opposites of exhaustion 
and cynicism. The gamut that is covered by vigor and exhaustion has been 
labelled as energy or activation, whereas the gamut that is covered by 
dedication and cynicism has been labelled as recognition or identification 
(Schaufeli & Bakker, 2001). Hence, work engagement is categorized by 
high levels of energy and strong recognition that an individual has with 
his/her work. On the other hand, Burnout is considered as the opposite, 
i.e., low levels of energy combined with reduced recognition with one’s 
work. Engagement is also categorized by being engrossed and happily 
immersed in one’s work, a condition that we have describe as absorption. 

Based on the above stated definition, a questionnaire, called the 
Utrecht Work Engagement Scale (UWES, Schaufeli and Bakker, 2003) has 
been developed which comprises of the three constituting facets of work 
engagement, i.e., vigor, dedication, and absorption. Vigor is measured 
by the six items (please see measures in method of analysis) that refers 
to higher levels of energy and flexibility, the keenness to put in efforts, 
not being easily exhausted, and determination in the times of difficulties. 
Those who attain high scores on vigor are usually the one’s having a large 
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amount energy, enthusiasm and determination when working, whereas 
those who attain a low score on vigor have a lesser amount of energy, 
enthusiasm and determination as far as their work is concerned. Dedication 
is measured by five items that refers to obtaining a sense of connotation 
from one’s work, feeling passionate and conceited about one’s job and 
feeling motivated and challenged by it. Those who attain high scores 
on dedication sturdily identify themselves with their work because it is 
experienced as significant, stimulating, and challenging. Moreover, they 
frequently feel passionate and proud about their work. Those who attain 
low scores do not identify with their work since they do not experience it 
to be significant, stimulating, or challenging; moreover, such individuals 
neither feel passionate nor proud about their work. Absorption is measured 
by six items that refers to being completely and gladly engrossed in one’s 
work and feeling difficult to detach oneself from it, such that time passes 
quickly that one fails to remember everything else that is around. Those 
who attain high scores on absorption feel that they generally are gladly 
engrossed in their work, feel immersed in their works and have problems 
detaching from it as they get carried away by it. As a result, everything 
else around them is completely forgotten and it seems that time has flown. 
Those who attain low scores on absorption do not experience engrossment 
or feeling of being immersed in their work; neither do they have difficulties 
in detaching from it, nor do they fail to remember everything else around 
them, including the time.

The probable consequences of work engagement relate to positive 
and constructive attitudes towards the work and the organization, such as 
organizational commitment, job satisfaction and low turnover intention 
(Schaufeli, Taris & Van Rhenen, 2008; Demerouti et al., 2001). Also it 
relates to the positive organizational behavior such as, learning motivation 
and personal initiative (Sonnentag, 2008), proactive behavior (Salanova 
& Schaufeli, 2008) and extra-role behavior (Salanova, Agut & Peiró, 
2005). In addition, research has also demonstrated that engagement has 
significant positive relation to health; that is levels of sadness and agony 
are lower (Schaufeli, Taris & Van Rhenen, 2008). 

JoB SATISfAcTIon

Job satisfaction has been defined in a diverse ways. A common definition of 
job satisfaction is how much an individual is fond of his/her job (Spector, 
1997). Job satisfaction has been conceptualized as an evaluation of an 



Enhancing the Job Satisfaction Level Through Dimensions of Employee ... 26

individual’s job (i.e. cognitive variable), an emotional reaction to one’s 
job, or an outlook towards one’s job (Weiss, 2002; Weiss & Brief, 2001; 
Brief, 1998; Spector, 1997). Job satisfaction can also be considered as a 
global aspect or facet approach, i.e., global job satisfaction refers to an 
overall general feeling towards the particular job (Spector, 1997). Global 
job satisfaction predicts absenteeism (Wegge, Schmidt, Parkes & Van 
Dick, 2007), turnover (Saari & Judge, 2004) and organizational citizenship 
behaviors (Organ & Ryan, 1995). The global facet approach is used to 
find out those aspects of the job environment that produce satisfaction or 
dissatisfaction. Some of these aspects to be measured are satisfaction with 
the job itself, coworkers, supervisor, pay, opportunities for promotion and 
the work environment. Job Satisfaction has been comprehensively studied 
since 1930s.One of the prime prelude to the study of job satisfaction was 
the Hawthorne studies. These studies (1924–1933), primarily credited 
to Elton Mayo, Harvard Business School, attempted to find the effects 
of various conditions (particularly illumination) on the productivity of 
workers. 

Managers today find it difficult to disregard the issue of job satisfaction 
at a time when the meaningfulness of work is demanded. The two pivotal 
reasons as why managers are concerned with job satisfaction are: first, 
they have a responsibility to provide the employees with a pleasing work 
environment. Secondly, they consider that the behaviour of satisfied 
employees will provide positive and constructive contributions to the 
organizations. Research has demonstrated that job satisfaction has a direct 
impact on turnover too (Fishbein & Ajzen, 1975). Therefore, it is vital 
for the organizations to attain a minimum level of productivity and also 
provide a minimum level of job satisfaction for its employees. 

Many studies have been conducted to determine factors that affect 
job satisfaction. Locus of control, organizational involvement, age, 
role identity and dual career are some of those factors (Dodd-McCue & 
Wright, 1996). Though the employees do understand that the physical 
settings are vital for job conditions; however they also regard such 
factors as pay, job security and amicable colleagues (Crouch & Nimran, 
1989). Herzberg’s theory suggests that adequate work surroundings do 
not considerably enhance job satisfaction levels, but that inadequate 
surroundings certainly lead to dissatisfaction (Herzberg, 1966; Herzberg, 
Mausner & Snyderman, 1959). Pierce and Newstrom (l982) and Ralston 
(l989) both verified with the use of flexible work schedules the level 
of job satisfaction was higher than with predetermined working hours. 
Compensation and job characteristics are the vital components of 
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satisfaction. Some studies demonstrated that perceived low chances of 
organizational career and promotion opportunities, lack of appreciation 
and mentorship are contributing factors leading to job dissatisfaction 
(Moore, 2000; Igbaria & Greenhaus, 1991). Thomas and Ganster (l995) 
verified the influence of organizational policies on level of job satisfaction 
and found that organizational policies have significant impact on levels 
of job satisfaction.

JoB SATISfAcTIon AnD EMPLoyEE EngAgE-
MEnT

In the recent times, managers agree that organizations are demanding 
higher productivity and efficiency, than in earlier times. Organizations are 
trying to augment their performance so as to be ahead of the competitors. 
At some point, satisfied employees who are contented with their work 
experience was a good resort for accomplishment, as satisfied employees 
who wants to stay with the organizations contributed to the workforce 
productivity and stability (Sanchez and McCauley, 2006). But times have 
changed now. These days, the business environment has become global 
and intensely competitive; merely satisfied and stable employees are not 
adequate to attain essential business results. Abraham (2012) demonstrated 
that satisfied employees may just meet up the basic requirements of a job, 
but this does not assures higher performance. And in order to compete 
successfully, employers must go ahead of satisfaction; they must be 
willing to do their best to motivate their employees to bring out their 
full potential and abilities to their work; if they do not the significant 
part of the employee’s talent remains unavailable for the organizations. 
Thus, organizations now anticipate their employees to be full of zeal and 
show enterprise at work, take responsibility for their own progression, 
strive for enhanced quality performance, be vigorous and committed 
to what they do; in other words organizations want engaged employees 
(Leiter and Bakker, 2010). Other researchers demonstrated that employee 
engagement is one of the preeminent tools in the organization’s repertoire 
to attain competitive advantage and stay ahead of competition (Rashid et 
al., 2011). 

Job satisfaction is diverse from engagement in two ways. First, 
job satisfaction can be experienced at different levels i.e., global facet 
satisfaction; is a function of an individual’s perception and concern towards 
the job (Brief, 1998; Spector, 1997; Organ & Near, 1985), whereas work 
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engagement is concerned with the content of the job of an individual 
(Maslach & Goldberg, 1998). Secondly, research has demonstrated that 
job satisfaction is negatively associated with demands at workplace 
(Macklin, Smith & Dollard, 2006); in contrast work engagement has been 
positively associated with demands at the workplace (Saks, 2006). Thus, 
increased demands at workplace may facilitate organizations to promote 
engagement, albeit, when they are not overwhelming. In comparison, 
increased demands at workplace usually result in lower levels of job 
satisfaction.

rESEArch gAP

The term employee engagement has achieved popularity over the past 
decades. Research has demonstrated that the constructive outcomes 
of employee engagement make organizations build up a culture of 
commitment at work as primacy for an organization. Although enough 
is researched about employee engagement, but little is known about the 
engagement dimensions and job satisfaction relation of middle level 
managers of private banks in India. Due to paucity of research done on the 
relation between employee engagement dimensions and job satisfaction, 
the current study will be pivotal and relevant for private sector banks in 
specific and Indian Banking sector in general.

hyPoThESES DEvELoPMEnT

Based on the previous research the present study proposes following 
hypothetical research models:

Figure 1: Employee Engagement Dimensions impacts Job satisfaction

Vigour 

Dedication 

Absorption 

Job Satisfaction Employee 
Engagement 

H1: Employee Engagement has an impact on Job Satisfaction
 H2: Vigour has an impact on Job Satisfaction
 H3: Dedication has an impact on Job Satisfaction
 H4: Absorption has an impact on Job Satisfaction
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Numerous definitions of engagement are established in the literature. 
Conceptualization of engagement varies from proactive personalities to 
role expansion of individuals employed (Macey & Schneider, 2008). This 
uncertainty has been increased by surveys that cover an array of job-
related constructs under the repertoire “employee engagement.” Such 
surveys frequently combine constructs such as job satisfaction, employee 
involvement, employee morale and role ambiguity. One of such surveys 
is the Gallup Workplace Audit, which consists of items that assess quite a 
few constructs such as job satisfaction, role ambiguity and community at 
work (Harter, Schmidt, & Keyes, 2002). Yet, small number of empirical 
research has been conducted in the literature to distinguish the above 
stated constructs.

The three-factor structure is a most popular factor structure of 
engagement (Schaufeli, Martinez, Marques, Salanova & Bakker, 2002; 
Schaufeli, Salanova, Gonzalez-Roma & Bakker, 2002). However, several 
researchers have recommended that engagement may perhaps have a 
single construct (Britt, Dickinson, Greene, & McKibben, 2007; Shirom, 
2003). The Utrecht Work Engagement Scale is the most popular theory and 
measure of engagement in the literature (UWES; Schaufeli, Salanova, et 
al., 2002). This instrument is also been used in present study to understand 
employee engagement dimensions. In this measure, engagement is 
conceptualized as an optimistic, constructive, gratifying state at work that 
is defined by three dimensions namely, vigor, dedication, and absorption. 
Vigor is the profusion of energy such as mental hardiness and perseverance 
regardless of hitches (Schaufeli & Bakker, 2004). Dedication, the second 
facet of engagement, is illustrated by a sense of passion, significance, 
challenge, keenness, pride and motivation (Schaufeli, Salanova, et al., 
2002). Last, Absorption is regarded as strong attention and inclination 
with one’s work. For an individual who feels absorbed, time passes by 
speedily and it is not easy to detach from one’s work.

The Conservation of Resource theory states that promotion of shared 
support and engaging in physical fitness the engaged employees build 
more resources in the organizational environment, which eventually 
produces positive emotions (Hobfoll, 1989). These constructive and 
positive emotions take the shape of vigor. Vigor in the organizational 
surroundings leads to enhancement in commitment, as the employees 
invest in the organizational surroundings. Lastly, vigorous and committed 
employees become engrossed in their work and often lose track of 
time, having absorption. This process shows they are separate, though 
interconnected constructs.
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Macey and Schneider (2008) conferred that work engagement has 
a theoretical overlap with that of job involvement, job satisfaction, 
organizational commitment, and employee empowerment. They illustrate 
work engagement as a combination of the above stated constructs. Although 
there is likeness among the constructs and some theoretical overlap, 
research and theory have confirmed that engagement is theoretically and 
empirically diverse from burnout, job involvement and organizational 
commitment (Hallberg & Schaufeli, 2006; Schaufeli & Bakker, 2004). 
These outcomes advocate that engagement is not merely renaming of the 
previous constructs. Due to paucity of literature stating that employee 
engagement dimensions impact job satisfaction levels of individuals, 
current study will be one of the pioneers to verify and demonstrate that 
employee engagement dimensions i.e., vigour, dedication and absorption  
significantly impacts job satisfaction.

METhoD of AnALySIS

Data Collection: Out of 100 questionnaires, 96 usable responses were 
obtained from the middle-level managers belonging to Private Sector 
Banks were the sample for the present study. The employees were both 
males and females and. The data was collected from the Private Banks in 
Delhi NCR.  

Measures: Two measures were used in the study to assess Employee 
Engagement, Job Satisfaction and Employee Engagement Dimensions. 
Employee Engagement was conceptualized as independent variable, 
whereas Job Satisfaction as dependent variable. The measures used in 
this study were borrowed from their original source.

Employee Engagement Questionnaire: The Utrecht Work 
Engagement scale used in the present study was developed by Schaufeli & 
Bakker (2003) consists of 17 statements, and involves three independent 
aspects of the employee engagement: Vigour (6 items), Dedication (5 
items) and Absorption (6 items), ranging from strongly agree (6) to strongly 
disagree (1) was used in the present study. A satisfactory reliability was 
found for this scale (Schaufeli & Bakker, 2003). The Cronbach alpha was 
found to be .94 for this scale. 

Job Satisfaction Survey (JSS): This scale developed by Spector 
(1994) consists of 36 items, and involves nine independent aspects of job 
satisfaction: Pay (4 items), Promotion (4 items), Supervision (4 items), 
Fringe Benefits (4 items), Contingent rewards (4 items), Operating 
conditions (4 items), Coworkers (4 items), Nature of work (4 items), 
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Communication (4 items), ranging from agree very much (6) disagree 
very much (1) was used in the present study. A satisfactory reliability was 
found for this scale (Spector, 1994). The Cronbach alpha was found to be 
.83 for this scale.

rESuLTS

Descriptive Analysis, reliabilities and correlation Analysis

The reliability of scale indicates that the study is free from random error. 
Reliability is measured in this study using Cronbach’s coefficient alpha, 
(α). Table 1 indicates the result of reliability analysis of the Cronbach’s 
alpha scale for Job Satisfaction, Employee Engagement and Employee 
Engagement Dimensions – Vigour, Dedication and Absorption, where its 
value is more than 0.7. This signifies that the instruments used are reliable 
to measure the constructs consistently (Nunnally, 1978). 
Table 1.  Mean, Standard Deviations, Reliabilities and Correlations on for 

the Total Sample 

S.No. Variables Mean S.D. Correlations
1 2 3 4 5

1 Job Satisfaction 132.09 18.06 .83 .541** .507** .458** .520**

2 Employee 
Engagement 70.52 14.40 .541** .94 .933** .916** .903**

3 Vigour 24.25 5.25 .507** .933** .83 .816** .753**

4 Dedication 21.39 4.98 .458** .916** .816** .88 .719**

5 Absorption 24.87 5.46 .520** .903** .753** .719** .87

Source: Developed by the author on the basis of data collected for the present study

N = 96, ** Correlation is significant at the 0.01 level (2-tailed). Reliabilities of the measures 
are stated on the diagonal.

Job Satisfaction is positively and significantly related to employee 
engagement. Also, it is positively related to Vigour, Dedication and 
Absorption dimensions of employee engagement. The relation is 
statistically significant too. 

regression Analysis

Table 2 represents the regression analysis of the study variables. It was 
performed to test the hypotheses for overall measure of Job Satisfaction.
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Equation:

JS = A + ß1X1 + ß2X2 + ß3X3
Job Satisfaction=Intercept +Coefficient (Vigour) + Coefficient 

(Dedication) + Coefficient (Absorption) 
One regression equation was used for the analysis of the present study. 

Equation included three independent variables (Vigour, Dedication and 
Absorption) and one Dependent Variable (Job Satisfaction). The result in 
the case of equation, 30% of the outcome is statistically significant.

Table 2: Results of Regression Model

Variables JS=A+ß1X1+ ß2X2+ ß3X3
Job Satisfaction
Vigour
Dedication
Absorption

-
.507**

.458**

.520**

R²
Adj R²
Change in R²
Sig. F Change

.302

.279

.302

.000
N = 96, ** p < .01

Table 2 demonstrates that, as a set of predictors, the Employee 
Engagement dimensions explain 30% of Variance in Job Satisfaction. 
It means that the Employee Engagement dimensions play a vital role in 
Job Satisfaction. Specifically; it can be observed that all the dimensions 
of Employee Engagement are positively and significantly related to Job 
Satisfaction. Thus, the hypotheses H1, H2, H3 and H4 of the current study 
are proved by the results. 

DIScuSSIon AnD concLuSIon

Satisfaction with one’s job may be a facet of engagement. In fact, an 
optimistic emotional attitude toward one’s job may facilitate vigour 
at work, a sense of significance and a captivation in one’s jobs. Both 
engagement and job satisfaction involves an optimistic emotional and 
cognitive association with one’s work environment (Schaufeli & Bakker, 
2004; Spector, 1997), but engagement entails more activated involvement 
with the work environment than merely being satisfied (Schaufeli & 
Bakker, 2004). Although employee satisfaction and employee engagement 
are both vital to sustain a cheerful and industrious workforce, attaining 
satisfaction without engagement will have drastically lesser amount of 
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impact on organizational outcomes. Engaged employees are emotionally 
dedicated to working hard, signifying initiative and expending additional 
discretionary efforts and that too in alignment with tactical priorities 
so as to move the organization towards progression. It’s no doubt that 
employee engagement has been coupled with higher customer satisfaction 
and employee’s productivity as well as reduced turnover rates.

Organizations must accept a more vibrant approach to both engagement 
and satisfaction that integrates more recurrent measurements and not just 
a once year snapshot to discover trends and produce effective change. 
HR leaders can build up and execute engagement initiatives and different 
management strategies that not only take into account employees’ current 
perceptions, but also their previous experiences and potential expectations. 
Organizations can attain this by taking the engagement and satisfaction 
pulse of employees regularly during the year. More constant augmentation 
in employee engagement that steers competitive accomplishment and 
bottom-line results is the end result. Engaged employees frequently 
experience positive constructive emotions at work such as cheerfulness, 
joy, keenness, curiosity and gratification. In addition, employees with 
a high level of engagement may affect their coworkers by transferring 
affirmative emotions and experiences and thereby creating an optimistic 
collaborative team culture. Furthermore, engagement is positively 
associated to the health of employees (Bakker and Demerouti 2008). 
Engaged employees accomplish better results on a daily basis, they are 
organizing their own work schedules and personal resources; as a result 
facilitating engagement development. Furthermore, they have fewer sick 
days per year (Gallup 2003). 

According to Saks (2006), engagement significantly predicts job 
satisfaction, intention to quit, employee commitment and organizational 
citizenship behaviour. Engaged employees articulate positively about 
the organization and commend its products or services and becomes the 
advocate for the workplace (Baumruk 2004). Employees with a high level 
of engagement are able to enhance customer satisfaction by providing 
superior services to customers. Engagement also leads to enhanced 
productivity and profits and reduction of labour turnover (Harter et al. 
2002; Towers Perrin 2003).

Gallup research has repeatedly verified the significance of employee 
engagement to affirmative business outcomes. Engaged employees are 
emotionally dedicated to their work, go beyond their job expectations and 
engage in crucial roles to fulfil their organization’s mission. According 
to Gallup’s employee engagement survey, which measured engagement 
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using its Q12 survey instrument found that only 28% of U.S. employees 
are engaged, 17% are actively disengaged, denoting that they are detached 
and indifferent about their jobs will always say negative things about the 
organization. “Getting Engaged” a cover story in HR Magazine, observes 
that the engagement challenge “has little to do with employee satisfaction; 
some employees are highly satisfied to be under little pressure to produce. 
The engagement challenge has a lot to do with how an employee feels 
about the work experience, about how he or she is treated. It has a lot to 
do with emotions.” But Gallup’s research point out there is more to the 
engagement story and that employee satisfaction is a vital subplot.

Gallup healthcare’s research demonstrates that both employee 
engagement and employee satisfaction describe meaningful outcomes. 
Though, satisfaction is a wide, attitudinal result, like organizational 
pride or loyalty; moreover it’s difficult to take action as some aspects of 
satisfaction are unrelated to performance. Engagement on the other hand 
predicts satisfaction, as well as several other imperative business outcomes 
and is easier to evaluate and comparatively easier to improve. But that does 
not mean that satisfaction isn’t vital; in addition to being engaged, truly 
cheerful employees will also be satisfied with their remuneration, their 
benefits, their schedule and other things that don’t have a direct relation 
to engagement. Simultaneously with their Q12 meta-analysis technique 
for measuring engagement, Gallup incorporates a question for measuring 
employee satisfaction in each employee survey that it performs. Gallup 
healthcare, finds that only about one in six employees are enormously 
satisfied with their organizations as a place to work. As results above too 
verified, that as a set of predictors, the Employee Engagement dimensions 
explain 30% of Variance in Job Satisfaction. It means that the Employee 
Engagement dimensions play a vital role in Job Satisfaction.

IMPLIcATIonS for ThE MAnAgEMEnT

The current study has numerous implications. First, engagement and job 
satisfaction emerge as theoretically and empirically diverse constructs. 
This is related to other research that has verified engagement is different 
from constructs such as job involvement and organizational commitment. 
The current research verified and demonstrated that employee engagement 
dimensions namely, vigour, dedication absorption predicts job satisfaction. 
According to the literature, there have been limited studies that study this 
relationship and banking sector such studies are least. Therefore, current 
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study will enlighten the mangers in Indian private sector banks regarding 
the distinction between the concepts of employee engagement and job 
satisfaction. And will dispel the notion that employee engagement is 
merely be “old wine in a new bottle”, instead it is altogether a new concept 
and goes way beyond job satisfaction. Managers need to understand that 
it might be a possibility that an employee has low engagement but high 
satisfaction. One reason is that the employee is unsuitable in his or her 
role. Employees may care for their organizations for providing them high-
paying positions, but the organizations may still not succeed to hold them 
answerable for being productive. There may also be a possibility that an 
employee may have a poor relationship with his or her supervisor and co-
workers but still takes pride in the organization for which he or she works 
and enjoys the work that he or she is doing. 

There is also a possibility of employee being highly engaged but having 
low satisfaction. There are both positive and negative circumstances. 
Firstly, an employee who is highly engaged with his or her co-workers is 
willing to be more enduring with the organization as it undergoes change. 
It should also be noted that high engagement and low satisfaction is a 
serious sign of caution. A team comprising of engaged workers who are 
discontented with their organization, could build up an “us-vs.-them” 
attitude. Employees may like what they do, they may be good at their 
jobs, they may admire their supervisors and coworkers; however, if they 
feel disengaged and detached from their organizations, they may be less 
likely to work for the betterment of the organization. Sarcasm may be an 
outcome which is more damaging, impending from otherwise engaged 
employees. To use the human capital of an organization effectively, 
employee engagement is vital. Though, job satisfaction has not become an 
extraneous measure; it can provide constructive results for the organization, 
only if used properly within the larger outline of engagement. 

Limitations and Directions for future research

It is identifiable that the sample size of employees presented in the 
current study is too small to make overview and suggestions for the 
organizations in Indian private banking sector. Therefore, further studies 
should include a larger sample of employees. The current research takes 
into consideration only middle levels managers. In the future, research 
could investigate the other levels of employees in private banking sector 
to understand the relation between employee engagement dimensions 
and job satisfaction. Also, the geographic area was limited to Delhi NCR. 



Enhancing the Job Satisfaction Level Through Dimensions of Employee ... 36

Therefore, future studies should try to cover a larger geographical area so 
as to ensure a broad spectrum of respondents is included in the research 
for more representative results. It might be useful for further research to 
investigate the dimension of employee engagement that has the highest 
influence on the level job satisfaction of employees. This will enlighten 
the organizations to know in which arenas to focus their efforts on. 
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