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ABSTRACT 

Employee motivation is one of the major issues faced by every organization. It is the major task 

of every manager to motivate his subordinates or to create the „will to work‟ among the 

subordinates. It should also be remembered that a worker may be immensely capable of doing 

some work; nothing can be achieved if he is not willing to work. A manager has to make 

appropriate use of motivation to enthuse the employees to follow them. An important role of 

management is to help make work more satisfying and rewarding for employees and to make 

employees‟ motivation consistent with organizational objectives. With the diversity of 

contemporary workplaces, this is a complex task. Many factors, including the influences of 

different cultures, affect what people value and what is rewarding to them. From a manager's 

perspective, this study tries to understand what prompts people, what influences them, and why 

they persist in particular actions. This study also intends to evaluate motivation of employees in 

the organization. A good motivational program procedure is essential to achieve goal of the 

organization. If efficient motivational programmes of employees are made not only in this 

particular organization but also in any other organization, the organizations can achieve the 

efficiency also to develop a good organizational culture and the attainment of organizational 

goals at large. 

Keywords; Culture, Leadership, Team work, Effective communication, Rewards and 

Motivational programs.      
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INTRODUCTION 

The efficiency of a person depends on two factors, firstly, the level of ability to do a certain 

work, secondly, the willingness to-do the work. So for as the first factor is concerned it can be 

acquired by education and training, but the second factor can be created by motivation. A person 

may have several needs and desires. It is only strongly felt needs which motives become. Thus 

motives are a product of needs and desires motives are many and keep on changing with time 

motives are invisible and directed towards certain goals. Motivation means that process which 

creates on inspiration in adperson to motivation is derived from the word „motive‟ which means 

the latest power in a person which impels him to do a work. Motivation is the process of steering 

a person‟s inner drives and actions towards certain goals and committing his energies to achieve 

these goals. 

 

WHAT IS MOTIVATION 

   The word motivation has been derived from motive which means any idea, need or 

emotion that prompts a man in to action. Whatever may be the behavior of man, there is some 

stimulus behind it .Stimulus is dependent upon the motive of the person concerned. Motive can 

be known by studying his needs and desires. There is no universal theory that can explain the 

factors influencing motives which control mans behavior at any particular point of time. In 

general, the different motives operate at different times among different people and influence 

their behaviors. 

 

IMPORTANCE OF MOTIVATION 

 Motivation is one of the most important factors determining organizational efficiency. All 

organizational facilities will go to waste in absence of motivated people to utilize these facilities 

effectively. Every superior in the organization must motivate its subordinates for the right types 

of behavior. The performance of human beings in the organization is dependent on the ability in 

the motivation. 

 

COMPENSATION AND REWARD; 

  Everyone works in expectation of some rewards, and welfare is one of them. In order to 

understand the impact of employee benefits on employees′ work‐motivation and productivity, 
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questionnaires were sent to corporations which had undertaken employee benefit programmers. 

Some of the significant results of this study  are: employee benefit programmers have greater  

impact on work‐motivation than on productivity; monetary benefit programmers are most highly 

valued by both executives and workers; there is a cognitive gap between management and 

worker on the importance of employee benefit programmer different genders have different 

benefit demands; unmarried employees, more than married employees, perceive that employee 

benefits have a greater impact on job performance. Employees with different education levels 

and positions perceive different employee benefit impacts; and employee benefit programmers 

have greater influence on younger employees′ job performance. 

 

ORGANISATION CULTURE; 

  There are potential connections between artifacts (as an expression of organizational 

culture) and employee satisfaction, identity, mood, creativity and motivation. Aesthetics seems 

to be particularly important to employees working with the business segment because of the 

face‐to‐face interaction between employees and customers. It appears that the “visual Telenor” 

influences employees' identification with the organization. When organizations invest in art, 

design and architecture, they need to be active in engaging employees with its meaning and 

relevance. If employees are not engaged, the aesthetic environment will not stimulate creativity 

or influence job satisfaction and motivation. 

    

TABLE: SHOWING GENDER WISE CLASSIFICATION OF RESPONDENTS 

 

      

 

Interpretation: In the project on employee motivation analysis, the researcher has segregated 

the total sample size of 200 as male employee 136 and female respondents.  

S.No Gender Respondents 

Percentage 

Of 

Respondents 

1 Male 136 68 

2 Female 64 32 

  Total 200 100 
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      Findings: Thus, it may be observed that 68 percent of the total sample size is male 

respondents and the balance 32 percent are female respondents. 

Figure: SHOWING GENDER WISE CLASSIFICATION OF RESPONDENTS 

 

 

 

TABLE: SHOWING AGE WISE CLASSIFICATION OF RESPONDENTS 

 

  

Interpretations: The above table shows that 62.5 percent of respondents are between 20-30 yrs. 

27 percent of respondents fall between 31-40. 10.5 percent of respondents are above 40. 

 Finding :Thus it is inferred that majority of the respondent fall under the age group of 20-30. 

Figure: INDICATING AGE OF THE RESPONDENTS 

Male

Female

S.No Age Respondents 

Percentage 

Of 

Respondents 

1 Below25 yrs 10 5 

2 25-35 yrs 52 26 

3 35-45 yrs 76 38 

4 45-55 yrs 56 28 

 

Above 55 yrs 6 3 

 

Total 200 100 
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TABLE: SALARY OF THE RESPONDENT 

 

 

 

 

 

Interpretation; The above table shows that 42.5 percent of the respondents strongly agree that 

salary motivate them. 44.5 percent of the respondents agree, 13percent respondents are Neutral; 

None of the respondents rated disagree and strongly disagree.  

  Findings; It is thus observed that majority of the respondents strongly agree that salary 

motivates them. 

Figure: SALARYTHE RESPONDENTS 

 

TABLE: TEAM SPIRIT 
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S.No Salary Respondents 

Percentage 

Of 

Respondents 

1 Strongly agree 85 42.5 

2 Agree 89 44.5 

3 Neutral 26 13 

4 Disagree 0 0 

5 Strongly disagree 0 0 

  Total 200 100 
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S.NO Team Spirit Respondents 

Percentage 

Of 

Respondents 

1 Strongly agree 122 61 

2 Agree 32 16 

3 Neutral 39 19.5 

4 Disagree 7 3.5 

5 Strongly disagree 0 0 

 

Total 200 100 

 

 Interpretation; The above table shows that 61 percent of the respondents strongly agree that 

working with team spirit is important. 16 percent of the respondents agree. 19.5 percent 

respondents are Neutral.3.5 percent of the respondents disagree. None of the respondents rated 

strongly disagree. It is thus observed that majority of respondents strongly agree that working 

with team spirit is important. 

Finding: It is thus observed that majority of the respondents strongly agree that working with 

team spirit is important 

Figure: TEAM SPIRIT 

 

 

CHISQUARE 

OBJECTIVES 

 The aim is to test the relationship between gender and salary of the employees in 

employee motivation. 
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NULL HYPOTHESIS (H0) 

There is no relationship between the gender and salary of the employees in employee motivation. 

 

ALTERNATIVE HYPOTHESIS (H1) 

There is a relationship between the gender and salary of the employee in employee motivation. 

 

 

Salary * Gender Crosstabulation 

Count     

  Gender 

Total   Male Female 

Salary Strongly Agree 49 36 85 

Agree 71 16 87 

Neutral 14 11 25 

Disagree 2 1 3 

Total 136 64 200 

    

 

     

 

 

 

 

 

INTERPRETATION 

It is inferred that the Calculated Value P = 0.004 and the Level of Significance α = 0.05  

 

Chi-Square Tests 

 

Value df 

Asymp. 

Sig. (2-

sided) 

Pearson Chi-Square 13.249
a
 3 .004 

Likelihood Ratio 13.749 3 .003 

N of Valid Cases 200   
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 P Value = 0.004 < 0.05 [If P<α, then reject H0 / If P>=α, then do not reject H0]  

Hence calculated value is 0.004 is lesser than the α value 0.05, H1 (Alternate Hypothesis) is 

accepted. 

 

 FINDINGS 

   There is a relationship between the gender and salary of the employee in employee motivation. 

 

MAJOR FINDINGS 

 Most of the employees feels financial incentives motivates then non – financial. 

Employee‟s needs are increased, so many employee are not satisfied with their salary. 

Employees feel that the opportunitities to meet new challenges in work should be improved. 

Communication channel is not effective in this organization some employee feels that superior is 

not recognize their work. Most of the employee are strongly disagree that the company does not 

informing the issues affecting them. Most of the employees feel relationship in workgroup is 

satisfied. 

 

SUGGESTION 

        The organization should provide new opportunities and challenges to the employee should 

be implemented to all the employees. Salary should be review properly by the human resources 

department. This will motivate the employee to achieve organization. The organization should 

provide good working environment to the employee to make them work comfortable. The 

organization should inform the employees about the matters affecting them. The organization 

should provide career development opportunities like promotion, rewards to motivate the 

employees. The superior should recognize the sub – ordinate work, it will energize the 

employees. The employer branding is very important, it gives good status to the employee. The 

employee engagement activities should be conducted to improve the team spirit and relationship 

among the employees. The organization should use the employee potential for growth of the 

organization. 
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SUMMARY; 

  Motivation of workers in any organization is important to drive workers to achieve 

organizational goals. The performance of any organization and employee motivation has been 

the focus of intensive research effort in recent times. How well an organization motivates its 

workers in order to achieve their mission and vision is a paramount concern. Employees in both 

private and public sector organizations are becoming increasingly aware that motivation 

increases productivity. Looking at today‟s economic trend, it‟s evident that the pace of change in 

our business environment presents fresh challenges daily. According to Robins & Mary (1996), 

lack of motivational factors has been a major hindrance on employees performance, lack of 

motivational factors like job security, training, enough salary, compressed work which have 

favorable effects on employees job satisfaction and productivity and lack of flexible time which 

provides employees with time for pursuing their hobbies or taking care of family all have effect 

on performance.  

 

REFERENCE: 

 Amar A.D., (2004) "Motivating knowledge workers to innovate: a model integrating 

motivation dynamics and antecedents", European Journal of Innovation Management, 

Vol. 7 Iss: 2, pp.89 – 101, http://dx.doi.org/10.1108/14601060410534366 

 Alexandros G. Sahinidis, John Bouris, (2008) "Employee perceived training 

effectiveness relationship to employee attitudes", Journal of European Industrial 

Training, Vol. 32 Iss: 1, pp.63 – 76, http://dx.doi.org/10.1108/03090590810846575 

 Andreas Hartmann, (2006) "The role of organizational culture in motivating innovative 

behaviour in construction firms", Construction Innovation, Vol. 6 Iss: 3, pp.159 – 172, 

http://www.emeraldinsight.com/doi/abs/10.1108/14714170610710712 

          Christopher OrpenHuman Relations March 1979 vol. 32 no. 3 189-217, 

10.1177/001872677903200301 

 Desmond Daly, Brian H. Kleiner, (1995) "How to motivate problem employees", Work 

Study, Vol. 44 Iss: 2, pp.5 – 7, http://dx.doi.org/10.1108/00438029510082530 

      Frederick Hansen, Ries B. Hansen Compensation Benefits Review Septem ber 2002 

vol. 34 no. 5 64-72, 10.1177/0886368702034005010 

http://dx.doi.org/10.1108/14601060410534366
http://www.emeraldinsight.com/doi/abs/10.1108/14714170610710712
http://hum.sagepub.com/search?author1=Christopher+Orpen&sortspec=date&submit=Submit
http://dx.doi.org/10.1108/00438029510082530
http://cbr.sagepub.com/search?author1=Frederick+Hansen&sortspec=date&submit=Submit
http://cbr.sagepub.com/search?author1=Ries+B.+Hansen&sortspec=date&submit=Submit


ISSN: 2249-2496  Impact Factor: 7.081 

 

 

122 International Journal of Research in Social Sciences 

http://www.ijmra.us, Email: editorijmie@gmail.com 

 

 Gilles E. Gignac, Benjamin R. Palmer, (2011) "The Genos employee motivation 

assessment", Industrial and Commercial Training, Vol. 43 Iss: 2, pp.79 – 87, 

http://dx.doi.org/10.1108/00197851111108908 

 Guvenc G. Alpander, K.D. Carter, (1991) "STRATEGIC MULTINATIONAL 

INTRACOMPANY DIFFERENCES IN EMPLOYEE MOTIVATION", Journal of 

Managerial Psychology, Vol. 6 Iss: 2, pp.25 – 32, 

http://dx.doi.org/10.1108/02683949110142875 

 Herbert S. Kindler, Dennis Schorr, (1991) "STRESS‐MANAGEMENT TRAINING 

PROGRAMMES: MOTIVATING PARTICIPATION USING A SELF‐DIAGNOSTIC 

INVENTORY", Employee Counseling Today, Vol. 3 Iss: 1, pp.4 – 8, 

http://dx.doi.org/10.1108/13665629110004448 

      Jerry J. Sullivan, Journal of Management June 1989 vol. 15 no. 2 345-363, 

10.1177/014920638901500210 

 Joan Curtice, (2005) "Want to motivate your employees? Keep your company safe and 

you will", Handbook of Business Strategy, Vol. 6 Iss: 1, pp.205 – 208, 

http://dx.doi.org/10.1108/08944310510557477 

 Seoul, Korea,Journal of Career Development December 2008 vol. 35 no. 2 187-

201,10.1177/0894845308325648 

 Stan Davis, James M. Kohlmeyer (2005), The Impact of Employee Rank on the 

Relationship between Attitudes, Motivation, and Performance, in Marc J. Epstein, John 

Y. Lee (ed.) Advances in Management Accounting (Advances in Management 

Accounting, Volume 14) Emerald GROUP Publishing Limited, pp.233 – 252 

 Steven W. Pool, (2000) "The learning organization: motivating employees by integrating 

TQM philosophy in a supportive organizational culture", Leadership & Organization 

Development Journal, Vol. 21 Iss: 8, pp.373 – 378, 

http://dx.doi.org/10.1108/01437730010379276 

http://dx.doi.org/10.1108/00197851111108908
http://dx.doi.org/10.1108/02683949110142875
http://dx.doi.org/10.1108/13665629110004448
http://jom.sagepub.com/search?author1=Jerry+J.+Sullivan&sortspec=date&submit=Submit
http://dx.doi.org/10.1108/08944310510557477

