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ABSTRACT: This study delves into the critical concept of employee experience (EX) across three distinct sectors: 

Information Technology (IT), Design & Media, and Banking. The aim is to explore the drivers and impact of positive 

employee experiences within these industries. Through a descriptive research design and employing statistical tools 

such as ANOVA, Chi-Square, and correlation analysis, the study investigates various attributes of employee experience, 

including organizational policies, communication dynamics, team collaboration, well-being initiatives, and their 

influence on employee performance, satisfaction, and retention. The findings underscore the importance of prioritizing 

a positive EX to drive engagement, innovation, and organizational success. Recommendations include enhancing 

mental health support, improving communication channels, providing tailored career development opportunities, and 

implementing effective recognition and retention strategies to create a supportive and thriving workplace environment. 
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I. INTRODUCTION 

 

The idea of employee experience, which emphasises the involvement and overall well-being of employees during their 

time with the company, has grown in significance in managerial settings. It comprises opinions on organisational 

culture, leadership, work environment, job design, recognition, learning opportunities, well-being, and employee 

feedback. It covers every facet of an employee's experience inside a company, from recruitment to exit. 

 

Employee experience is shaped by various determinants such as organizational policies, leadership effectiveness, 

workplace environment, job design, employee relationships, recognition, learning opportunities, and work-life balance. 

Prioritizing employee experience leads to enhanced employee engagement, improved performance, increased retention, 

talent attraction, innovation, and overall employee well-being. 

 

The three distinct sectors—IT, Design & Media, and Banking—highlight the importance of fostering a positive 

employee experience (EX) tailored to the unique demands of each industry. 

 

In the Information Technology (IT) sector, where talent is scarce and innovation is rapid, a compelling EX strategy is 

essential. This includes providing continuous learning opportunities, flexible work arrangements, and empowering 

employees to make decisions and experiment with new technologies. A positive EX leads to higher job satisfaction, 

reduced stress, and a more engaged and innovative workforce, benefiting organizations with increased productivity and 

faster project completion. 

 

In the Design & Media sector, characterized by creativity and collaboration, a positive EX emphasizes access to 

cutting-edge technology, collaborative workspaces, and flexible work arrangements. By nurturing creativity and 

offering continuous learning opportunities, organizations can drive innovation and deliver impactful projects. A positive 

EX fosters greater job satisfaction and engagement among employees, translating into more innovative and resonant 

design and media products. 

 

In the Banking sector, undergoing significant transformation, a positive EX involves investing in continuous learning, 

providing access to advanced technology, and promoting work-life balance. Open communication and collaboration are 

essential in navigating complex regulatory landscapes and fostering innovation in financial services. A positive EX 

results in higher engagement levels, improved customer service, and a competitive edge in the market. 
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OBJECTIVES OF THE STUDY 
 To study the drivers and impact of positive employee experience in select sectors.  

 To identify and analyse the key attributes of positive employee experience within organizations, focusing on 

factors such as employee well-being, channel of communication and team dynamics. 

 To examine various initiatives implemented by organizations to enhance employee experience, including but 

not limited to wellness programs, career and professional development opportunities, recognition and rewards 

systems, and flexible work arrangements. 

 To assess the  impact of positive employee experience on organizational outcomes such as employee 

performance, employee satisfaction and employee retention. 

 
II. REVIEW OF LITERATURE 

 

The collection of studies and research papers delves into the multifaceted concept of Employee Experience (EX) and its 

impact on organizational dynamics, effectiveness, and engagement across various industries and contexts. Each study 

contributes unique insights: 

 

Swain P (2023) reviewed the relevance of Employee Experience Management (EXM), identifying key topics and 

strategies for managing employee experience and its relationship with organizational outcomes. 

Jones M (2023) studied digital Employee Experience in research administration, focusing on challenges during the 

pandemic and perspectives on digital transitions, recommending policy and technology adaptations to support digital 

work environments efficiently. 

 

Veena (2022) investigated how EX and Employee Engagement (EE) impact Organizational Commitment (OC) and 

effectiveness, validating these effects using surveys among IT workers in India and identifying practical implications 

like improving culture and flexible work schedules. 

 

Malik A, Budhwar P, Mohan H, N. R. S (2022) investigated how AI-assisted HRM impacts EX and engagement, 

highlighting meta-themes in a technological MNE and emphasizing the need to address employee demands across 

digital, physical, and human dimensions. 

 

Nystedt K, Riekenberg R (2021) examined Remote Employee Experience (REX) criteria, stressing the importance of 

considering context, especially in remote settings, using interviews with HR professionals. 

Parida A (2020) emphasized the significance of employee experience in enhancing engagement, proposing an 

Employee Experience Framework to manage issues across the employee lifecycle. 

Katzmayr M (2020) examined EX as a strategic approach to people management for enhancing competitiveness, 

emphasizing the importance of Design Thinking and supportive leadership in implementing EX effectively. 

Heikkonen H (2019) highlighted the importance of EX in the information economy, proposing talent management 

techniques and service design approaches for creating engaging employee experiences. 

Dr. Rodgers K, Dr. Scobie W, Dr. Young N (2015) explored traits of a Healthy High-Performing Workplace (HHPW) 

model in Company X, demonstrating that Company X embodies HHPW traits, with occasional challenges during 

stressful times. 

 

Abhari, K., Saad, N. M., & Haron, M. S (2008) introduced Employee Experience Management (EEM) to enhance 

service experiences by prioritizing employees' experiential needs. 

 

III. RESEARCH METHODOLOGY 
 
The research design used in the study is descriptive research. An attempt has been made to understand the different 

attributes of employee experience amongst employees of 3 main industries – IT, Banking and Design & Media. 

Convenience sampling technique has been adopted to draw a sample of 100 respondents – 33 respondents from IT 

sector, 33 respondents from Banking sector and 34 respondents from Design and Media sector for the survey. 

The primary data was acquired via a Google Forms questionnaire that addressed the critical attributes of a positive 

employee experience. The required secondary data was obtained from books, journals published online, and magazines.  
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Analytical & Statistical tools 
 Chi-square 

 ANOVA 

 Karl Pearson’s Correlation 

 

IV. RESULTS & DISCUSSION 
 
4.1 DEMOGRAPHICS 

FACTORS CATEGORIES RESPONSES PERCENTAGE 

Age 

18-25 21 21% 

25-35 37 37% 

35-45 26 26% 

45 and above 16 16% 

Gender 
Male 74 74% 

Female 26 26% 

Industry/Sector 

IT 33 33% 

Banking 33 33% 

Design & Media 34 34% 

Number of years in 

current organization 

1-3 35 35% 

3-5 20 20% 

5-7 12 12% 

7-9 18 18% 

9 & above 15 15% 

 
INFERENCE 
The analysis examines the demographic distribution of respondents across various age groups, genders, and industry 

sectors, providing insights into how organizational practices may resonate differently with employees of different 

demographics. It reveals a relatively balanced representation across age groups, emphasizing the importance of 

tailoring organizational policies to meet diverse age-related needs. The majority of respondents were male, and tenure 

in the current organization was spread across various durations, indicating a diverse workforce composition. 

 
4.2 CHI-SQUARE TEST 
Gender and Work-Life Balance: 
Null Hypothesis (H0): There is no significant association between gender of the respondents and organizational 

initiatives for work-life balance. 

 

.Chi Square Test 

 Cases 

 Valid Missing Total 

 N Percent N Percent N Percent 

Gender Of The Respondents * 

Organization Effectively 

Encourages Work-Life Balance, 

Such As Offering Hybrid Or 

Remote Work Options 

100 100.0% 0 .0% 100 100.0% 
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 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 95.202
a
 4 .000 

Likelihood Ratio 107.560 4 .000 

Linear-by-Linear Association 73.361 1 .000 

N of Valid Cases 100   

 
INFERENCE 
The P value is 0.000, and at the 5% significant level, it is considered significant based on the above table. Accepting the 

alternative hypothesis, it is discovered that there is a noteworthy association between the respondents' gender and 

organisational initiatives to promote work-life balance, like providing remote or hybrid work choices. 

 

4.3 KARL PEARSON’S CORRELATION TEST 
Communication and Team Dynamics: 
Null Hypothesis (H0): There is no significant correlation between the clarity and openness of communication, and a 

supportive inclusive work environment. 

 

  

Clarity Of 

Communication, 

Transparency And 

Openness  From 

Immediate 

Supervisors Or 

Managers 

Organization Fosters 

A Supportive And 

Inclusive Work 

Environment 

Clarity Of Communication, 

Transparency And Openness  From 

Immediate Supervisors  or Managers  

Pearson Correlation 1 .017 

Sig. (2-tailed)  .864 

N 100 100 

Organization Fosters A Supportive 

And Inclusive Work Environment 

Pearson Correlation .017 1 

Sig. (2-tailed) .864  

N 100 100 

 
INTERPRETATION: 
It is found that the p value 0.017< 0.05, hence H0 is rejected.There is a positive relationship between clarity of 

communication, transparency and openness from immediate supervisors or managers and organization fosters a 

supportive and inclusive work environment.  
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4.4 ANOVA 
4.4.1 Employees experience in the current organization and Overall employee experience rating: 
Null Hypothesis (H0): There is no significant difference between the number of years the employee is working in the 

organization and the overall employee experience. 

 
INFERENCE 
There are significant differences between group means based on the F-test (F(4, 95) = 5.738, p < .001). This indicates 

that the  overall employee experience ratings differ  based on the number of years the employee has been working in 

the organisation. 

 

4.4.2  Age and Overall experience rating: 
Null Hypothesis (H0): There is no significant difference between the employee experience rating amongst employees of 

different age groups. 

 

 Sum of Squares df Mean Square F Sig. 

Between Groups 115.585 3 38.528 38.446 .000 

Within Groups 96.205 96 1.002   

Total 211.790 99    

 
INTERPRETATION 
The above table indicates that age is a significant factor impacting employee experience and longevity within the 

organisation, as seen by the significant link (p < 0.05) between respondents' age and tenure 

 

Other major findings are summarized as follows 
Organizational perceptions among respondents highlight positive views on physical health support but mixed 

perceptions on mental health support, suggesting potential gaps that require targeted interventions. Emotional well-

being promotion efforts are acknowledged but also indicate areas for reassessment and enhancement. Communication 

effectiveness from supervisors generally received positive feedback, although there are areas for improvement in 

supervisor-subordinate dynamics. 

 

Career development opportunities are generally perceived positively, yet disparities exist in access and awareness. 

Recognition for contributions is appreciated but has mixed effectiveness in shaping organizational culture. Despite 

varied experiences, a significant portion of respondents rate their overall experience positively, emphasizing the need to 

identify areas for improvement. 

 

Job satisfaction levels vary among respondents, underscoring the importance of addressing factors influencing job 

satisfaction to cultivate a positive work environment. While many respondents are likely to recommend the 

organization as a great place to work, there is a notable percentage expressing lower likelihood, highlighting the need to 

address employee concerns. 

 

Number   

 Sum of Squares df Mean Square F Sig. 

Between Groups 42.877 4 10.719 5.738 <.001 

Within Groups 177.483 95 1.868   

Total 220.360 99    

http://www.ijmrset.com/


International Journal Of Multidisciplinary Research In Science, Engineering and Technology (IJMRSET) 

                                | ISSN: 2582-7219 | www.ijmrset.com | Impact Factor: 7.521| Monthly Peer Reviewed & Referred Journal | 

        | Volume 7, Issue 5, May 2024 | 

        | DOI:10.15680/IJMRSET.2024.0705007 | 

IJMRSET © 2024                                                       |     An ISO 9001:2008 Certified Journal   |                                               9561 

 

 
 

Insights into retention intentions reveal a strong commitment among most respondents to continue working in the 

organization for the next 5 years, although a significant percentage has intentions to leave. Understanding factors 

influencing turnover intentions is crucial for mitigating retention risks and fostering a supportive workplace 

environment. 

 

SUGGESTIONS 
 Customize organizational policies and practices to meet the specific needs of different age groups, genders, and 

industry sectors. 

 Address gender-related disparities in perceptions of work-life balance initiatives to ensure inclusivity. 

 Implement interventions to enhance mental health support and address identified gaps in employee well-being. 

 Provide training and support for supervisors to improve communication effectiveness and strengthen relationships 

with subordinates. 

 Improve awareness and accessibility of career development opportunities across all demographics. 

 Strengthen initiatives for recognizing employee contributions to positively influence organizational culture. 

 Identify and address factors influencing job satisfaction to enhance overall employee satisfaction and retention. 

 Develop targeted retention strategies based on insights into turnover intentions to mitigate retention risks. 

 Foster a more welcoming and inclusive work environment by enhancing transparency and clarity in 

communication among supervisors and managers. 

 Establish regular feedback mechanisms and continuous improvement processes based on employee feedback to 

drive organizational enhancements. 

 Encourage and support employee advocacy through initiatives that promote positive experiences and strengthen 

organizational reputation as a great place to work. 

 
V. CONCLUSION 

 

In conclusion, the analysis of demographic distribution and organizational perceptions highlights important 

considerations for organizational improvement. It is evident that organizational policies should be customized to meet 

the specific needs of diverse age groups, genders, and industry sectors within the workforce. This approach emphasizes 

the importance of tailoring practices to resonate effectively with employees from different demographic backgrounds, 

ultimately fostering inclusivity and addressing unique preferences and challenges. 

Moreover, the study emphasizes the necessity of targeted interventions to enhance mental health support and emotional 

well-being promotion efforts. Mixed perceptions regarding these areas underscore potential gaps that require focused 

attention and improvement. Additionally, addressing communication dynamics, career development disparities, and 

factors influencing job satisfaction is crucial for fostering a positive work environment and mitigating retention risks. 

By implementing feedback-driven continuous improvement processes and enhancing transparency in communication, 

organizations can cultivate a more welcoming and inclusive workplace that supports employee advocacy and 

contributes to a positive organizational culture overall. These efforts will ultimately strengthen employee satisfaction, 

retention, and organizational effectiveness. 
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