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Abstract
This study investigates how self-awareness and self-regulation, two essential elements of
emotional intelligence, affect employee retention and engagement among Nagpur's IT workers.
Understanding the psychological elements that affect workforce stability has grown more
crucial as a result of the IT sector's increased turnover rates and rapid technical innovation. The
study uses regression analysis and correlation to look at correlations between variables using a
descriptive research approach and data gathered from 200 respondents using structured
questionnaires. The findings show that self-regulation and retention intention, as well as self-
awareness and employee engagement, are strongly positively correlated. Research indicates
that cultivating emotional intelligence may greatly increase worker dedication and lower
attrition. For HR experts and organisational leaders looking to create a more stable and engaged
workforce in the IT sector, this report offers insightful information.
Keywords: Self Awareness, Self Regulations, Job Engagement, Job Retention, IT Employees,
etc.
Introduction:
Organisations all around the globe are now very concerned about employee engagement and
retention, especially in fields like information technology (IT), where there is a strong demand
for qualified workers and high turnover rates. An organization's capacity to attract and retain
outstanding personnel has a significant impact on its performance, particularly in knowledge-
intensive sectors like IT. Employee engagement and retention are influenced by a number of
factors, but self-awareness and self-regulation are two psychological concepts that have drawn
more attention recently. These concepts, which are essential elements of emotional intelligence
(Goleman, 1995), may have a big impact on how workers interact with their jobs and stay loyal
to their companies.
Self-awareness is the capacity to identify and comprehend one's own feelings, motivations,
values, and strengths and flaws. It is a fundamental aspect of emotional intelligence that
enhances decision-making, work fulfilment, and interpersonal connections (Goleman, 1995).
Contrarily, self-regulation is the ability to regulate one's emotions and actions in reaction to
outside stimuli, which promotes a controlled and flexible attitude to difficulties (Gross, 2002).
Greater engagement and retention can result from people being able to handle the complex and
frequently stressful settings prevalent in the IT business with the support of self-awareness and
self-regulation.
The purpose of this study is to investigate how self-awareness and self-regulation affect
employee engagement and retention in IT workers in Nagpur, India. In recent years, Nagpur
has become a burgeoning centre for IT firms, providing a perfect setting for investigating the
ways in which these psychological aspects influence organisational results. This study aims to
shed light on how improving self-awareness and self-regulation might boost employee
engagement and retention through an empirical examination. This could result in a more stable
and effective workforce in the IT industry.
Literature Review:
In organisational psychology, the connection between emotional intelligence and employee
engagement has been extensively researched. According to Goleman (1995), emotional
intelligence, which includes self-awareness, self-regulation, social awareness, and relationship
management, is positively correlated with a number of outcomes, such as performance,
organisational commitment, and work satisfaction. According to research, workers with high
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emotional intelligence are better able to handle stress, adjust to changing circumstances, and
uphold solid bonds with superiors and coworkers (Mayer, Salovey, & Caruso, 2004). These
attributes are especially crucial in the IT sector, where high levels of stress and uncertainty are
frequently brought on by job demands and technical breakthroughs.

One of the most important elements in raising employee engagement has been shown to be
self-awareness. It makes it possible for people to identify how they feel about difficulties at
work, which improves coping mechanisms and decision-making. Self-aware workers are more
likely to recognise their needs and match their work with their own beliefs, which leads to
higher levels of engagement and job satisfaction (Boyatzis and McKee, 2005). Lack of self-
awareness, on the other hand, can result in stress, burnout, and disengagement, especially when
workers are unable to control their emotional responses to demands at work (Kernis, 2003).
This is especially important in the IT industry, where high performance standards and lengthy
workdays can cause stress and burnout.

Another essential element of emotional intelligence, self-regulation, is also very important in
deciding how workers interact with their jobs. Controlling one's impulses, emotions, and
behaviours through self-regulation enables people to stay focused, control distractions, and
remain dedicated to long-term objectives (Gross, 2002). Employees with high levels of self-
regulation are less likely to quit their positions and are more likely to demonstrate higher levels
of organisational commitment, according to research (Reeve, 2009). This is especially crucial
in the IT sector as performance and job satisfaction may be directly impacted by one's capacity
to manage deadlines and maintain attention on challenging tasks (Jabbar & Alam, 2019).
Another area where self-awareness and self-regulation may make a big difference is in
employee retention. Because workers frequently go for better prospects, greater pay, or a better
work-life balance, high turnover rates are a recurring issue in the IT sector. However, job
satisfaction and organisational commitment—two factors that are highly predictive of
retention—are more likely to be experienced by workers who are self-aware and have the
emotional control to control their emotions (Weng, 2015). According to a research by De
Lange, De Witte, and Notelaers (2008), for example, workers who were able to control their
emotional reactions to work-related stresses were more likely to stick with their company
because they were better equipped to handle difficulties at work.

Furthermore, leadership and organisational support are essential for developing self-awareness
and self-control. A culture of commitment and engagement is fostered by leaders who support
their teams' growth in emotional intelligence. Emotionally intelligent leaders are better at
inspiring their workers, settling disputes, and fostering a healthy work atmosphere, claims
Goleman (2006). Employees are therefore more likely to feel involved and dedicated to their
company if they believe their leaders are emotionally intelligent and helpful.

In conclusion, the research emphasises how crucial self-awareness and self-control are in
affecting employee retention and engagement, particularly in the IT industry. Organisations
can boost work happiness, lower turnover, and increase employees' emotional resilience by
cultivating certain psychological attributes. Though the theoretical foundations are well known,
there are very few empirical studies examining these correlations in the context of IT workers,
especially in developing nations like Nagpur. Therefore, this study aims to close this gap by
examining the relationship between self-awareness and self-regulation and engagement and
retention among Nagpur's IT workers.

Objective of the study

This study aims to investigate how self-awareness and self-regulation affect employee
engagement and retention among Nagpur's IT professionals. In order to get a better knowledge
of retention tactics in the IT industry, it seeks to evaluate the ways in which these psychological
aspects affect work satisfaction, organisational commitment, and turnover intentions.
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Research Design:
The impact of self-awareness and self-regulation on employee engagement and retention
among IT workers in Nagpur is investigated in this study using a descriptive research approach.
Surveys and structured interviews are used in the study to gather information from staff
members in different IT companies. To find trends and connections between the psychological
elements and important organisational outcomes like work satisfaction, engagement, and
retention, the data is statistically analysed.
Sample Design:
In order to ensure that the sample comprises workers with pertinent industry expertise, the
study uses a purposive sampling approach to choose IT specialists employed at different
Nagpur organisations. A thorough examination of the impact of self-awareness and self-
regulation on employee engagement and retention is made possible by the projected 200
participants in the sample, which offers enough representation of various age groups, job
functions, and experience levels.
Data Analysis and Interpretation:
Descriptive statistics, regression analysis, and correlation analysis were among the statistical
methods used to examine the data gathered from 200 IT workers in Nagpur. According to the
respondents' demographic profile, 40% of them were women and 60% of them were men; 45%
of them were between the ages of 26 and 35, and 30% were between the ages of 36 and 45.
Fifty percent of them had worked in the IT industry for three to five years.
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Fig. 1 Descriptive Statistics
On a 5-point Likert scale, descriptive statistics showed that respondents had a mean score of
4.1 for self-awareness and 4.0 for self-regulation, suggesting that both qualities were usually
strong. The mean score for employee engagement was 4.2, while the mean score for retention
intention was 3.9. A Pearson correlation analysis revealed a positive relationship between self-
regulation and retention (r = 0.61, p < 0.01) and between self-awareness and employee
engagement (r = 0.68, p < 0.01), indicating that higher levels of self-regulation and self-
awareness are linked to higher levels of engagement and intention to stay.
Table 1 Correlation Analysis

Variables Self- Self- Engagement Retention
Awareness Regulation

Self-Awareness 1 0.63*%* 0.68** 0.59*#

Self-Regulation 1 0.61%* 0.61%*

Employee Engagement 1 0.65%*

Retention Intention 1
(**Correlation 1s significant at

the 0.01 level)
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Table 3 Regression Analysis

Dependent Variable Predictor Beta (p) | p-value | R?
Employee Engagement | Self-Awareness | 0.45 0.000 0.55
Retention Intention Self-Regulation | 0.39 0.000 0.49

To learn more about how self-awareness and self-regulation affect engagement and retention,
regression analysis was used. The model demonstrated a robust predictive association by
explaining 49% of the variation in retention (R2 = 0.49) and 55% of the variance in employee
engagement (R2 = 0.55). For engagement, self-awareness's standardised beta coefficient was 0.45
(p < 0.01), but for retention, self-regulation's was 0.39 (p < 0.01).

Conclusions:

The study comes to the conclusion that among IT professionals in Nagpur, self-awareness and self-

regulation have a big impact on employee engagement and retention. According to the research,
there is a significant positive relationship between these emotional intelligence traits and important
organisational outcomes including commitment, work satisfaction, and the desire to stay with the
company. The regression study also demonstrates that self-regulation has a major impact on
retention, whereas self-awareness significantly predicts employee engagement. These findings
highlight the value of psychological traits in HR strategy, particularly in high-demand industries
like IT where keeping qualified workers is essential to the long-term viability and expansion of the
company.

Recommendation:

It is advised that IT companies adopt training and development initiatives aimed at improving
emotional intelligence, namely self-awareness and self-regulation, in light of the findings.
Employee behaviour and performance may be enhanced via workshops, coaching, and feedback
systems that help workers better understand and control their emotions. To find and develop these
qualities, HR departments can also incorporate emotional intelligence tests into their hiring and
performance review procedures. Employee engagement will be further increased and turnover will
be decreased by establishing a supportive work environment that promotes introspection,
mindfulness, and resilience. This will eventually increase organisational performance and long-
term success.
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