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ABSTRACT

Successful organizations depend heavily on employee engagement because it determines staff
productivity and employee retention and workplace spirit. The organized retail sector needs investigation
into how organizational culture and employee resilience influence employee engagement. Organizational
patterns of values along with customs and behaviours directly affect how employees feel motivated and
committed while forming their workplace impressions. Organizational success depends heavily on
employee resilience during fast business changes since resilience allows employees to adapt to workplace
challenges and recover from them. Employee resilience interacts with organizational culture to strongly
affect engagement through various key factors that include work environment and leadership support as
well as adaptation techniques. Research should focus on specific sectoral issues along with the changing
effects of digital transformation on employee engagement approaches.
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Introduction

In the present dynamic and competitive environment, employee is a major component of the
success of the business and engagement of this component is crucial and that leads to the success of
the organization. Overall, success; reduced attrition; increased productivity has been linked to increased
employee involvement. Despite this, engagement of employees is always necessary, and understanding
a few base elements pertaining to this, such as organizational culture and employee resilience, is
absolutely necessary.

The culture of an organization refers to the set of beliefs, attitudes and behavior patterns that
make up an organizations' environment. It is very important regarding how employees relate to each
other, how they see their work, and how they support the goals of the organization. An encouraging and
adaptable culture can directly impact an employee’s engagement because it creates a feeling of ‘moral
drive’ and ‘belonging’.

Employee resilience refers to employee’s ability to adjust (flexibility) and bounce back
(resilience) from stress, difficulties etc., and it is become essential for sustaining high engagement levels
of employees. Workers who are resilient are more able to handle work related stress, handle job
demands and still stay productive even when problems arise. Resilient teams are critical in the face of
constant change in the sector, i.e., changes of consumer tastes, technological changes and external
pressures on the market.
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The objective of this study is to help understand this relationship in order to improve employee
engagement in the organized retail sector. Understanding the combination between these factors can
help business to generate the right environment that will attract and keep motivated and engaged
employees. This study is expected to detail the collection of information which will aid in making more
comprehensive frameworks for the retail employee engagement from which a definite need of the retalil
industry will be clearly defined and subsequently strengthened by the additional inputs made from other
sources.

Statement of the Problem

The success of the organization, its performance and productivity depends heavily on
engagement and resilience of employees and overall workplace morale. Though it's crucial, a lot of
organizations find it difficult to achieve high levels of employee engagement. Two important, elements
which may have an impact on employee engagement are organizational culture and employee resiliency.
Employee behavior and the work environment are shaped by organizational culture, and the ability of
individuals to adopt changes is determined by their resilience. In order to determine how organizational
culture and employee resilience would be used to raise engagement levels in the work place, this study
focuses on the effects of these variables on employee engagement.

Specific to the organized Retail Stores, employee engagement is important because, the
business in majority of the cases depends on the Employee-Customer relationship. The customer loyalty
to the business mainly depends on the attachment they have, the support they receive from the
employee.

Review of Literature

This study investigates how organizational culture and employee resilience influence employee
engagement in the workplace. It aims to understand the interplay between the work environment,
individual adaptability, and overall engagement levels, providing insights into strategies for improving
employee satisfaction and productivity.

(Abduraimi et al., 2023, p. 117) “The results of this study suggest that granting workers greater
autonomy can boost their level of involvement. For all secondary school professionals, the study
highlights a positive association between Organisation culture and Employee Engagement aspects. The
study's main conclusion is that a number of Organisation culture components significantly affect
Employee Engagement dimensions in non-profit organizations. [1]

(Ananta Narayana 2017) Every organization needs a strong organizational culture since it
improves employee performance and dedication, which benefits the organization's growth and positively
impacts the level of organizational goals.[2]

(J. A. N. Hutama and E. J. Sagala 2019) The findings demonstrate that employee performance
is impacted simultaneously by corporate culture and varying employee involvement. Corporate culture
and varying employee involvement have a big influence on staff performance.[3]

(M Lakshmi Nivethiga, M Jeyajothi and A Sabarirajan 2014) According to the report, improving
employee engagement requires a supportive and inclusive workplace culture, good communication, and
chances for professional advancement. The statistical analysis also demonstrate that employee
engagement and satisfaction are strongly influenced by the working environment and corporate
culture.[4]

(Sebasthian Blegur 2019) The researcher came to the following conclusion: Enhancing
employee performance is positively impacted by organizational culture. strong drive to raise worker
performance. Employee engagement is positively impacted by organizational culture; employee
engagement is positively impacted by high motivation; and employee performance is improved by high
employee engagement.[5]

Larissa, C. (2024) organizational culture with employee values boosts engagement and
performance. Collaborative and inclusive cultures are highly valued, as are well-being and development
opportunities. Overall, aligning culture with values enhances engagement and performance.[6]

(Hidayat 2024) The findings underscore the significance of a positive organizational culture in
enhancing Employee Engagement levels. Institutions should focus on cultivating a supportive culture that
prioritizes employee well-being through avenues such as professional development, recognition,
rewards, and fostering a positive work environment. (7)
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(Rahmah et al.,2023This study provides several conclusions: (1) Employee performance is
significantly impacted by work engagement to some extent. Employee performance will increase if they
are physically, intellectually, emotionally ,and spiritually engaged; (2) Organizational culture significantly
impacts employee performance. [8]

Relevance of the Study

The relevance of studying the impact of organizational culture and employee resilience on
enhancing employee engagement is particularly pronounced in the current era, characterized by rapid
technological advancements, globalization, and unprecedented challenges such as the COVID-19
pandemic. Organizations today face a dynamic and often volatile environment, where the ability to adapt
and sustain high levels of engagement among employees is crucial for maintaining competitive
advantage. Understanding how a positive organizational culture fosters resilience which provides
invaluable insights for leaders aiming to create a supportive and adaptive work environment. The present
study highlights the necessity of resilient workforce through cultivating organizational culture to ensure
sustained employee engagement, productivity and overall success of the organization.

Objectives of the Study

) To investigate how different elements of organizational culture influence employee engagement.

o To study the level of employee resilience in the organizations.

o To examine the relationship between employee resilience and their level of engagement at
work.

. To explore how organizational culture and employee resilience interact to affect overall

employee engagement.
Methodology

The study is based on primary and secondary data. The data is collected through a structured
questionnaire

Sampling
The total population size was 370. Out of the total population 206 taken using Random sampling

technique covering different job levels, and departments within the select Retail Stores to ensure
unbiased and representative selection of participants.

The target population includes employees from Organized Retail Stores in Trivandrum (Political
Capital), Ernakulam (Commercial Capital) and Thrissur (Cultural Capital) of Kerala with different retail
stores having employees working in different roles, and levels to capture diverse perspectives on
organizational culture, resilience, and engagement. The selected participants completed structured
questionnaires, and the data collected was analyzed to identify trends and relationships, highlighting the
impact of organizational culture and employee resilience on engagement.

Research Design

In order to study the connection between organizational culture, employee resilience, and
engagement in the organized retail industry, this study uses a quantitative research methodology. To
comprehend the effects of these variables, a descriptive and analytical research design is employed.

Research Instrument

A structured questionnaire with Likert-scale questions is used to measure organizational
culture, resilience, and engagement levels. The questionnaire includes:

. Demographic information (age, gender, education, experience, income)

. Organizational culture indicators (recognition, leadership, support)

. Employee resilience factors (stress management, adaptability, multitasking)

. Employee engagement metrics (motivation, job satisfaction, commitment)

Data Analysis

) Descriptive Statistics: Used to summarize demographic details and key response patterns.

. ANOVA (Analysis of Variance): Conducted to test the relationship between organizational

culture, employee resilience, and engagement.
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Hypotheses
Hlo: There is no significant relationship between Organization culture and Employee Engagement
H2o0: There is no significant relationship between employee resilience and Employee Engagement
H3o: There is a s significant relationship between employee resilience and demographic factors.
Hlo: There is no significant relationship between Organization culture and Employee Engagement
ANOVA
Sum of df Mean F Sig.
Squares Square
Recognize and | Between Groups 43.446 4 10.861 12.632 .000
reward Within Groups 235.594 274 .860
employee Total 279.039 278
Culture Between Groups 85.498 4 21.374 23.309 .000
supports Within Groups 251.262 274 917
Total 336.760 278
Contributions Between Groups 56.369 4 14.092 22.721 .000
Within Groups 169.940 274 .620
Total 226.308 278
Employee Between Groups 36.150 4 9.038 17.335 .000
development Within Groups 142.846 274 521
and learning Total 178.996 278
Level of trust Between Groups 62.754 4 15.688 13.163 .000
Within Groups 326.565 274 1.192
Total 389.319 278
Express my Between Groups 42.115 4 10.529 15.733 .000
ideas Within Groups 183.369 274 .669
Total 225.484 278

The ANOVA results provide strong statistical evidence that organizational culture significantly
influences employee engagement. Each factor analyzed—such as recognition and rewards, cultural
support, contributions, employee development, trust, and openness to express ideas—shows a highly

significant p-value (Sig. = .000), well below the conventional threshold of 0.05.

This indicates that these cultural elements play a crucial role in shaping employee engagement

levels.
H2o0: There is no significant relationship between employee resilience and Employee Engagement.
ANOVA
Sum of df Mean F Sig.
Squares Square
Adapt to changes Between Groups 20.821 4 5.205 8.109 .000
Within Groups 175.889 274 .642
Total 196.710 278
Overall work Between Groups 49.495 4 12.374 26.185 .000
environment Within Groups 129.480 274 473
Total 178.975 278
Handle Between Groups 18.493 4 4.623 10.249 .000
unexpected Within Groups 123.600 274 451
Total 142.093 278
New experiences Between Groups 15.027 4 3.757 7.279 .000
Within Groups 141.410 274 .516
Total 156.437 278
Stressful situations | Between Groups 35.884 4 8.971 15.714 .000
Within Groups 156.424 274 571
Total 192.308 278
Engaged daily Between Groups 11.420 4 2.855 4.406 .002
tasks Within Groups 177.547 274 .648
Total 188.968 278
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Recommend Between Groups 40.287 4 10.072 18.485 .000
Within Groups 149.290 274 .545
Total 189.577 278
Handle multiple Between Groups 26.886 4 6.722 15.323 .000
tasks Within Groups 120.196 274 439
Total 147.082 278
Balance between Between Groups 79.416 4 19.854 23.883 .000
your work Within Groups 227.774 274 .831
Total 307.190 278
Combined effect Between Groups 62.782 4 15.695 44.831 .000
Within Groups 95.928 274 .350
Total 158.710 278

The ANOVA results strongly indicate that employee resilience significantly influences employee
engagement. Each factor analyzed—such as adaptability, ability to handle unexpected situations, stress
management, multitasking, and work-life balance—shows a highly significant p-value (Sig. = .000 or
.002), well below the standard threshold of 0.05. This suggests that higher levels of resilience contribute

to greater employee engagement.

H3o: There is a s significant relationship between employee resilience and demographic factors.
. Age
ANOVA
Sum of df Mean F Sig.
Squares Square
Adapt to changes Between Groups 8.472 4 2.118 3.083 .017
Within Groups 188.237 274 .687
Total 196.710 278
Overall work Between Groups 18.292 4 4.573 7.798 .000
environment Within Groups 160.683 274 .586
Total 178.975 278
Handle unexpected Between Groups 13.442 4 3.361 7.157 .000
Within Groups 128.651 274 470
Total 142.093 278
New experiences Between Groups 10.824 4 2.706 5.092 .001
Within Groups 145.613 274 531
Total 156.437 278
Stressful situations Between Groups 6.378 4 1.595 2.350 .055
Within Groups 185.930 274 .679
Total 192.308 278
Engaged daily tasks Between Groups 23.781 4 5.945 9.861 .000
Within Groups 165.187 274 .603
Total 188.968 278
Recommend Between Groups 15.185 4 3.796 5.965 .000
Within Groups 174.392 274 .636
Total 189.577 278
Handle multiple Between Groups 24.576 4 6.144 13.742 .000
tasks Within Groups 122.506 274 447
Total 147.082 278
Balance between Between Groups 14.442 4 3.610 3.379 .010
your work Within Groups 292.748 274 1.068
Total 307.190 278
Combined effect Between Groups 10.136 4 2.534 4.673 .001
Within Groups 148.574 274 .542
Total 158.710 278

The ANOVA results indicate that age significantly influences employee resilience across
multiple factors, with most p-values (Sig.) well below the 0.05 threshold, except for stressful situations (p
= .055), which is slightly above the cutoff. This suggests that age plays a role in determining how resilient
employees are in various workplace aspects.
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) Gender
ANOVA
Sum of df Mean F Sig.
Squares Square
Adapt to changes | Between Groups 1.548 1 1.548 2.197 .139
Within Groups 195.162 277 .705
Total 196.710 278
Overall work Between Groups 2.071 1 2.071 3.242 .073
environment Within Groups 176.904 277 .639
Total 178.975 278
Handle Between Groups .523 1 .523 1.023 .313
unexpected Within Groups 141.571 277 511
Total 142.093 278
New experiences | Between Groups .140 1 .140 .248 .619
Within Groups 156.297 277 .564
Total 156.437 278
Stressful Between Groups 1.911 1 1.911 2.780 .097
situations Within Groups 190.397 277 .687
Total 192.308 278
Engaged daily Between Groups .613 1 .613 .902 .343
tasks Within Groups 188.355 277 .680
Total 188.968 278
Recommend Between Groups 1.248 1 1.248 1.835 177
Within Groups 188.329 277 .680
Total 189.577 278
Handle multiple Between Groups 501 1 .501 .947 .331
tasks Within Groups 146.581 277 .529
Total 147.082 278
Balance between | Between Groups .940 1 .940 .850 .357
your work Within Groups 306.250 277 1.106
Total 307.190 278
Combined effect Between Groups 3.697 1 3.697 6.607 .011
Within Groups 155.012 277 .560
Total 158.710 278

The ANOVA results indicate that gender does not significantly impact most aspects of
employee resilience, as most p-values (Sig.) are well above the 0.05 threshold. However, one factor
(combined effect of resilience) shows a significant relationship (p = .011), suggesting that there may be a
small but notable gender-based difference in overall resilience levels.

o Education
ANOVA
Sum of df Mean F Sig.
Squares Square
Adapt to changes Between Groups 7.743 3 2.581 3.756 .011
Within Groups 188.967 275 .687
Total 196.710 278
Overall work Between Groups 8.872 3 2.957 4.781 .003
environment Within Groups 170.103 275 .619
Total 178.975 278
Handle Between Groups 5.489 3 1.830 3.683 .013
unexpected Within Groups 136.604 275 497
Total 142.093 278
New experiences Between Groups 5.283 3 1.761 3.204 .024
Within Groups 151.154 275 .550
Total 156.437 278
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Stressful situations | Between Groups 6.073 3 2.024 2.989 .031
Within Groups 186.235 275 .677
Total 192.308 278
Engaged daily Between Groups 8.997 3 2.999 4.582 .004
tasks Within Groups 179.971 275 .654
Total 188.968 278
Recommend Between Groups 5.081 3 1.694 2.524 .058
Within Groups 184.496 275 .671
Total 189.577 278
Handle multiple Between Groups 16.657 3 5.552 11.707 .000
tasks Within Groups 130.426 275 A74
Total 147.082 278
Balance between Between Groups 10.439 3 3.480 3.225 .023
your work Within Groups 296.751 275 1.079
Total 307.190 278
Combined effect Between Groups 11.738 3 3.913 7.321 .000
Within Groups 146.972 275 .534
Total 158.710 278

The ANOVA results indicate that education significantly influences employee resilience
across multiple factors, with most p-values (Sig.) below the 0.05 threshold. This suggests that employees

with different educational backgrounds exhibit varying levels of resilience in the workplace.

. Annual Income
ANOVA
Sum of df Mean F Sig.
Squares Square
Adapt to changes Between Groups 13.792 4 3.448 5.165 .001
Within Groups 182.917 274 .668
Total 196.710 278
Overall work Between Groups 15.192 4 3.798 6.354 .000
environment Within Groups 163.783 274 .598
Total 178.975 278
Handle unexpected Between Groups 10.231 4 2.558 5.315 .000
Within Groups 131.862 274 481
Total 142.093 278
New experiences Between Groups 4.424 4 1.106 1.993 .096
Within Groups 152.014 274 .555
Total 156.437 278
Stressful situations Between Groups 9.023 4 2.256 3.372 .010
Within Groups 183.286 274 .669
Total 192.308 278
Engaged daily tasks | Between Groups 14.975 4 3.744 5.895 .000
Within Groups 173.993 274 .635
Total 188.968 278
Recommend Between Groups 4.380 4 1.095 1.620 .169
Within Groups 185.197 274 .676
Total 189.577 278
Handle multiple Between Groups 10.032 4 2.508 5.014 .001
tasks Within Groups 137.051 274 .500
Total 147.082 278
Balance between Between Groups 16.724 4 4.181 3.944 .004
your work Within Groups 290.466 274 1.060
Total 307.190 278
Combined effect Between Groups 11.362 4 2.840 5.282 .000
Within Groups 147.348 274 .538
Total 158.710 278
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ANOVA results suggest that income is significantly influential on employee resilience
across essentially all the factors with most p values (Sig.) below the 0.05 threshold. These results
indicate that employees with different income levels are likely to be improving in terms of resilience, that
is resilience traits, which are likely to be attributed to financial stability allowing the employees with
different income levels to cope with workplace challenges.

. Experience
ANOVA
Sum of df Mean F Sig.
Squares Square
Adapt to changes Between Groups 26.195 4 6.549 10.523 .000
Within Groups 170.515 274 .622
Total 196.710 278
Overall work Between Groups 11.858 4 2.965 4.861 .001
environment Within Groups 167.117 274 .610
Total 178.975 278
Handle Between Groups 16.814 4 4.203 9.193 .000
unexpected Within Groups 125.280 274 457
Total 142.093 278
New experiences Between Groups 14.529 4 3.632 7.013 .000
Within Groups 141.908 274 .518
Total 156.437 278
Stressful Between Groups 16.089 4 4.022 6.254 .000
situations Within Groups 176.220 274 .643
Total 192.308 278
Engaged daily Between Groups 15.463 4 3.866 6.105 .000
tasks Within Groups 173.505 274 .633
Total 188.968 278
Recommend Between Groups 12.942 4 3.236 5.019 .001
Within Groups 176.635 274 .645
Total 189.577 278
Handle multiple Between Groups 14.860 4 3.715 7.698 .000
tasks Within Groups 132.223 274 483
Total 147.082 278
Balance between Between Groups 9.101 4 2.275 2.091 .082
your work Within Groups 298.089 274 1.088
Total 307.190 278
Combined effect Between Groups 7.686 4 1.921 3.486 .008
Within Groups 151.024 274 .551
Total 158.710 278

Results from the ANOVA indicate that work experience does have a significant effect on
employee resilience across almost all factors except for work life balance (with p = .082, which exceeds
0.05). This implies that employees with different levels of work experience may do acquire diverse
resilience traits and that it is driven by exposure to workplace issues and the opportunity to maneuver
through structural organization with time.

Conclusion

The primary components of this study are employee resilience and organizational culture and
how they are important in increasing employee engagement within the organized retail industry.
Encouraging and flexible corporate culture encourages employee dedication, motivation and sense of
belonging and resilience allows workers to cope with obstacles at work. Companies that consider this
personal professional growth, well-being and culture of trust and appreciation as a priority have better
levels of engagement and productivity, according to the results.

Statistical analyses establish relationships that are deemed to be significant with the
organizational culture, employee resilience, and levels of engagement. Employees global under the
impression of an excellent, positive culture are more involved and more eliminate maintaining their
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dedication in light of industry changes. Thus, business should put efforts in developing strategies that
combined both of cultural alignment and resilience building efforts, like leader development program,
mental health support, and inclusive workplace policies.

An organization that creates such an environment where employees feel appreciated and good

about themselves would not only increase an employee’s engagement, but also sustain the success of
the organization in the long run. Future research can focus on tracking the sector-specific challenges and
how digital transformation can shape the role of digital transformation in employee engagement

strategies.
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