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ABSTRACT

In recent years the situation has been altered by factors including constant technological progress and 

the growing prevalence of the hybrid working model, higher client expectations and the need to 

transform and expand, with this having changed the way workplace’s function and the standards that 

employees are now expected to meet. Employee performance may be defined as the level of 

productivity attained by employees in carrying out their duties and is a major element in determining 

organizational performance. Likewise, the highly developed global IT industry has experienced 

changes in the way people work, particularly in the present digitally enabled 'new normal' world. In 

the case of the Indian IT sector, where the rate of employee turnover and the rate at which skills 

become obsolete are both very high, it is particularly important to examine the relationship between 

performance and engagement.  

Keywords: Employee Performance, Employee Engagement, Organizational Culture, Leadership 

Style, Work-Life Balance, Technological Adaptation, Job Satisfaction, Employee Retention and 

Career Development. 

 

INTRODUCTION 

India has now turned into one of the biggest players in the IT industry, providing a range of 

services such as software services, digital transformation and technology solutions. The country has 5 
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million employees and is expected to reach $350 billion by 2026, making the sector a major 

component of both the Indian economy and employment. Yet the industry is facing the issue of  

keeping up high levels of employee performance and motivation in this fierce and continuously 

changing environment. On the other hand, Employees who are gifted or who are bored are likely to 

experience burnout and exhibit reduced performance and higher rates of absenteeism. This study aims 

to examine the main factors that affect employee performance and engagement inIndia's IT sector, 

with attention given to both the practices of organizations and the individual views of employees. 

Through the identification of key enabling factors and obstacles, the research hopes to provide 

practical advice for IT companies, HR professionals, and policymakers so that they can develop 

evidence-based interventions designed to improve the employee experience, retain talent, and boost 

organizational results in the digital age. 

Chart 1 

In the same way, employee engagement—defined as the degree to which employees have affective 

and cognitive links with the organizations and work-related goals—has become another key concept 

used for examining the psychological relationship between employees and the organization as well as 

its objectives. The move prompted by COVID-19 towards remote and hybrid working has led to 

higher expectations on the part of employees regarding having a greater degree of input, finding 

meaning in their work, and experiencing psychological security. Moreover, the members of 

Generation Y and Z, who form a major portion of the IT workforce, expect to do meaningful work, 

to be promoted, and to have a supportive supervisor rather than receiving bonuses or other material 

rewards. As previous studies have shown, employees who are committed display higher performance 

rates, a reduced desire to leave their jobs, and better alignment with the organization. 
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RESEARCH BACKGROUND 
IT projects where agile development methods are commonly used, feedback is essential if 

iterative improvements and client satisfaction are to be achieved. By keeping lines of communication 

open, innovation is encouraged since staff feel at ease in putting forward ideas or raising concerns 

without being judged. Companies that develop a culture characterized by active listening and giving 

constructive feedback are in a better position to meet the needs of their employees, cut down on staff 

turnover, and boost overall engagement. Conversely, poor communication can result in a lack of 

alignment, low morale, and poor performance. At present, a number of forward-thinking 

organizations in India, such as IT firms, have at first established a culture that values psychological 

safety, diversity and inclusion, as well as work-life balance for their employees. Such cultures not 

only enable an organization to perform better but also help in retaining talented people, promote 

creativity, and allow the employer to stand out in the talent market. The analysis draws upon theories 

and the literature in the field of organizational behavior to examine the effects of leadership, 

organizational culture, remote work, technology, and the role of HR on employees. The findings 

indicate that concentrating on building an employee-cent red culture, understanding the needs of the 

workers, and offering opportunities for training and development results in higher levels of 

engagement and performance within companies. The study also clearly identifies motivation, work-

life balance and well-defined promotion routes as essential factors for maintaining productivity

Chart 3 

1. Leadership Style: The way in which leaders lead promotes creativity, motivation and the 

provision of support, resulting in higher productivity than other styles of leadership, such as 

transactional or autocratic leadership. The dependability of subordinates, a positive psychological 

climate and the encouragement of openness along with positive expectations all contribute to a 

greater number of practical and accountable ideas being submitted. Although effective leadership 
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leads to greater employee involvement, it also affects workplace stress levels and staff turnover; on 

the contrary, poor leadership has the same effects. In India, there is a strong relationship between the 

cohesion of authority and the occurrence of conflicts within hierarchical systems, and leaders who 

are easy for their teams to approach usually manage to achieve strong team cohesion and reach their 

objectives. Good managers also train their employees, support continuous learning and provide 

feedback, all of which are important for developing and improving skills and productivity in a 

dynamic technological environment. 

2. Organizational Culture: Organizational culture affects the way employees, including 

those working in a hospital, view themselves, other people and the organization's goals and 

objectives. The culture in question is one that promotes open-mindedness, accepts new ideas, 

encourages employee innovations and avoids discrimination so that employees are able to go beyond 

what is usual and provide ever more. In the case of the Indian IT industry, where most of the client 

servicing teams are generally spread across various time zones and come from diverse cultural 

backgrounds, the idea of polite mutual respect is useful for reducing conflicts. When employees have 

a high degree of organizational inclusion, they will experience greater job satisfaction, have lower 

intentions to leave the organization and show better performance. Conversely, an unhealthy or even 

cut-throat corporate culture leads to anxiety, interpersonal rivalry and apathy. 

3. Human Resource (HR) practices: In IT companies, employees' performance is well 

backed by modern and standardized human resource management practices. Key aspects of talent 

management involve recruiting employees, providing them with orientation, and offering training. 

Companies that make investments in the learning and development of their employees are able to 

build a competent, flexible and confident workforce. It is advantageous for trust to be strengthened 

and for employee performance to be encouraged when performance appraisals are free from bias and 

constructive feedback is given. Moreover, other factors such as the salary package, medical insurance 

and flexible working conditions are also important for retaining top performers. These HR practices 

can help to make sure that working conditions and requirements meet the needs of the current staff 

and assist in achieving organizational objectives. Conversely, inefficient and bureaucratic HR 

management systems have a negative effect on employees' morale, reduce opportunities for career 

advancement and lead to the departure of talent, especially among young workers from the millennial 

and Gen Z generations. 

4. Technology Infrastructure: Technology infrastructure plays a basic role in facilitating 
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employee performance within the IT sector, comprising access to high-speed internet, the use of up-

to-date hardware and software, dependable IT support, and secure digital platforms. In the Indian IT 

industry—since a large amount of the work involves software development, data analysis, and cloud 

computing—inadequate or outdated infrastructure can cause disruptions to workflows, reduce 

productivity and cause frustration among employees. As hybrid and remote working models have 

become more common, smooth connectivity and collaboration tools such as project management 

systems, communication applications, and virtual private networks (VPNs) have become necessary. 

Companies that make investments in advanced technology infrastructure are able to enable their 

employees to work efficiently, innovate, and promptly meet client demands. On the other hand, poor 

infrastructure results in delays, mistakes, and increased stress levels—particularly during important 

project phases. Therefore, it is essential to have a well-kept and scalable IT infrastructure if high 

performance and ongoing operations are to be maintained. 

5. Communication and Feedback Mechanisms: It is essential for high employee 

performance to have effective communication, especially in the Indian IT industry since teams in this 

sector are usually spread out geographically and work within matrix structures. When 

communication is clear, open, and prompt, it aids in establishing expectations, minimizes 

misunderstandings, and promotes cooperation. By means of regular feedback sessions—these 

including formal feedback via appraisals and informal feedback through peer or manager meetings—

employees are able to find out about their strengths, work on their weaknesses, and better align 

themselves with the organization’s goals. 

RESEARCH GAP 

Even though considerable progress has been achieved in the business environment in India, 

particularly in the information technology sector, which has made a major contribution to the 

country's economy, little attention has generally been paid to fundamental issues such as the 

relationship between leadership behavior, organizational culture, human resource management 

practices, employee engagement and commitment, especially when these aspects are examined in a 

single study. The majority of the research studies found in the literature either focus on specific 

factors, such as job satisfaction, or on employee performance in different industries or sectors. 

In the complex and competitive IT sector of India, organizational factors interact with one 

another in relation to employee engagement, the main problems being a high turnover rate, the ability 

to balance work and personal responsibilities, and varying task demands. Moreover, the existing 
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body of literature does not take into account the contextual factors relevant to operations within 

Indian IT companies—particularly in the present situation with the post-COVID-19 blended work 

environment. It is also possible to examine these factors in relation to their impact not only on 

personal outcomes but also on long-term organizational engagement. This study aims to address 

these shortcomings by offering a comprehensive examination of the factors that may affect the level 

of motivation and commitment among employees, using data specific to the Indian IT industry

STATEMENT OF THE PROBLEM 

Firms are encountering serious issues such as high staff turnover, low levels of employee 

morale, and varying organizational performance even though they have carried out training and set 

up the necessary infrastructure. This situation is made worse by the lack of alignment between 

leadership strategies and the company's culture and processes which are meant to support human 

capital. Even though the majority of IT companies place a strong emphasis on service delivery via 

new technologies, they still fail to take into account the social and psychological factors that 

contribute to high performance. Furthermore, the increasing use of hybrid and remote working 

arrangements has also brought about new difficulties in understanding what motivates employees and 

their level of commitment in the workplace. The present state of affairs—which calls into question 

the organization’s purpose and the way employees actually perceive it—leads to the following 

important question: what steps can IT firms take in order to improve their internal environment so as 

to boost productivity and employee motivation? Yet, any attempt to develop strategies for managing 

workplace relationships and productivity without integrating these elements—such as leadership 

style, work culture and other HR practices—is a wasted effort and will at best only result in local 

maxima. For that reason, the present study seeks to identify these factors with a view to producing 

relevant recommendations that will be useful in improving employee performance within the current 

IT company in India. 

FINDINGS AND RESULTS 

The research capabilities could enable IT companies to understand those aspects of work 

following COVID-19—such as hybrid working arrangements and digital forms of work interaction—

that have the greatest impact according to the workforce. To sum up, this study can be used 

strategically in order to promote the optimization of the way in which human resources are managed 

in an organization. 

 The article aims to look at the importance of employee motivation and commitment for the 



September 2026                                IJCMTH                               DOI :  10.67851/ijcmth.vol.1.issue.2.026                                  Page 7 

 

success of companies in the Indian IT sector, since it is the employees who determine how the firm 

can cope with rapid technological advances, the high rate of staff turnover and the demands of global 

clients. Leadership, organizational culture and HRM practices were all major factors influencing 

motivation and commitment, which are at the heart of productivity; it was found that RM practices 

had an interdependent relationship. Leaders who adopt a transformative approach by means of 

inspirational communication—focusing on a vision, relating to their followers and inspiring people's 

potential—have a greater degree of intrinsic motivation. It is clear that compliance is most likely to 

happen in an organization where leaders give directions, ask for employee input and encourage 

creative solutions. Organization culture influences employee behavior by either encouraging or 

discouraging certain actions and also affects their emotional commitment to their duties. Each of 

these points is explained in more detail below: a culture based on transparency, collaboration and 

recognition; psychological safety: For instance, India has a very large and diverse workforce of IT 

employees who have gained benefits from adopting an integrated and inclusive working 

environment, thereby becoming motivated and developing a sense of commitment to the 

organizations in the long term. Human resource practices act as the means by which motivational and 

commitment processes are put into effect. These include recruitment transparency, fair performance 

appraisals, regular training and effective reward systems. When employees experience an 

organizational culture that offers growth opportunities, clear and observable performance criteria and 

a work-life balance within the organization, they become motivated and committed. Effective HR 

interventions are those which focus not only on improving pay across the organization but also on 

meeting the employees' needs. Together, these elements help to create an environment that includes 

the employee, the process and the output, and the purpose.

Table 1 Factors influencing employee performance – Results of Kendall’s W Test 

Factors Mean Rank Chi-square value p-value 

Leadership Style 4.65  

 

 

 

135.128 

 

 

 

 

<0.001** 

Work Culture 5.39 

Practices 5.21 

Workload Management 5.96 

Technology and Tools 5.82 

Job Design and Clarity 4.42 

Work-Life Balance 5.31 

Motivation and Engagement 5.08 
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Emotional Intelligence 5.54 

Skillsand Competence 5.21 

The results of the Kendall’s W test, as shown in Table 1, show a statistically significant degree of 

agreement among the respondents as to the order in which they ranked the factors affecting employee 

performance in the study area. The test produced a Chi-square value of 

The result for 135.128 with a p-value of less than 0.001 is highly significant at the 0.01 level 

and thus clearly rejects the null hypothesis that there is no significant association between the various 

factors and employee performance. Of all the factors examined, Workload Management (mean rank 

5.96) and Technology and Tools (mean rank 5.82) proved to be the most influential, indicating that 

employees consider efficient task allocation and access to appropriate technological resources to be 

essential for their performance. Emotional Intelligence (5.54) and Work Culture (5.39) also achieved 

high ranks, showing that interpersonal relationships and the organizational environment are 

important. On the other hand, Job Design and Clarity (4.42) and Leadership Style (4.65) obtained 

relatively low mean ranks, which means that although these factors are important, they are seen as 

having a less immediate impact when compared with operational and emotional factors. The strong 

level of agreement among the respondents shows that employee performance is multifaceted and 

emphasizes the need for a well-balanced approach that takes into account both the structural and 

psychological aspects of the Indian IT industry.

Table 2 : Result of the chi square test  for association between the level of impact on 

engagement in India IT Industry. 

 
Gender 

Level of impact  
Total Low level Moderate level High level 

Male 30 63 45 138 

21.7% 45.7% 32.6% 100.0% 
Female 22 62 28 112 

19.6% 55.4% 25.0% 100.0% 
Total 52 125 73 250 

20.8% 50.0% 29.2% 100.0% 

Chi-square value 10.725 

Difference 2 

p-value 0.021 
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The chi-square test, which was carried out to examine the association between gender and the level of 

impact on engagement in the Indian IT industry, yields a chi-square value of 10.725 having 2 degrees of 

freedom and a p-value of 0.021. As the p-value is below the standard significance level of 0.05, the null 

hypothesis is rejected and it is concluded that there is a statistically significant association between gender 

and the perceived level of impact on engagement. This implies that male and female employees in the 

Indian IT industry have different experiences of engagement impact. More precisely, females stated that a 

higher percentage of the impacts were of moderate level (55.4%) than males (45.7%), while males had a 

greater proportion of high-level impacts (32.6%) than females (25%). These differences show that gender 

does play a role in the way engagement is perceived or affected in the industry 

IMPLICATIONS FOR THE STUDY 

 The results of this research carry significant consequences for HRM, organizational leadership and 

strategic decision-making in the Indian IT sector. The clear link between various organizational aspects 

(workload management, technological infrastructure, emotional intelligence, organizational culture, etc.) 

and employee performance stresses the significance of taking a holistic approach to managing employees. 

Organizations should not limit themselves to compensation-related or productivity-related indexes but 

consider the whole organizational environment affecting the behavior of employees. 

The study confirmed that the findings of the theoretical part of the research are beneficial for the 

existing literature by evidence significance of contextualized leadership styles and culture-based HR 

practices in obtaining engagement and commitment. From the practical aspect, the findings can help IT 

companies in developing processes of performance improvement, taking operational requirements and 

employee welfare into consideration. In addition, the significant role of emotional and social aspects of 

human nature (such as work-life balance and emotional intelligence) aims to indicate that Indian IT firms 

should concentrate on development of high emotional intelligence organizations rather than only 

developing technical competencies. Moreover, the study provides the basis for further exploring the actors 

and techniques used in the industry-oriented performance models 

 

CONCLUSION 

 The purpose of this study was to examine the principal organizational variables that influence 

employee performance and engagement with reference to the Indian IT sector. By reviewing the evidence 

and linking it to the theory, it was established that there are considerably more variables affecting 

employee performance than mere technical expertise. Principal variables are related to workload 

management, technology, organizational culture, personnel management practices, emotional intelligence 

and work-life balance, all of which play a major role in terms of employee performance and commitment 

to the organization. Kendall’s W Test confirmed that there was considerable agreement among all 

respondents about the significance of the variables and rejected the null hypothesis about no correlation. 

The most important variable has been identified as distribution of workload and possession of tools and 

technologies that are characteristic of the IT industry. 
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