An Investigation into the Antecedents of Employee
Engagement & Employee Creativity

THESIS

Submitted in partial fulfillment
of the requirements for the degree of
DOCTOR OF PHILOSOPHY
by
Amrita Patwa

Under the Supervision of
Prof. Anil K. Bhat

BIRLA INSTITUTE OF TECHNOLOGY AND SCIENCE, PILANI,
2020



CHAPT
ER 6: DISCUSSIONS & FINDINGS
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6.2.2. Findings :
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