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ABSTRACT

Due to the unpredictability of the business climate and the fierce rivalry in the
marketplace, organisations are obliged to perform better in order to meet these high
standards; otherwise, many issues may arise, including the possibility of the company
closing down. For an organization to be successful its employees’ creativity,
inventiveness,and dedication are inevitable. Employees, who are satisfied with their job,
may exert high effort to organization wishto satisfy their employees for getting effective
more work done. To make the best use of people as a valuable resource of the
organization attention must be given to the relationship between employees and the
nature and content of theirjobs. The organization and the design of jobs can have a
significant effect on employees. This study attempts to studythe influence of variables of
work performance on employee motivation resulting in overall job satisfaction among
employees of automobile firms in Chennai, identify various variables of work
performance in such firms and analyse the influence of variables of work performance
on employee motivation with respect to automobile firms.
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INTRODUCTION

Organizational performance and employee work performance are two categories of work
performance in organisations. Any organization's ability to do its job depends on how well its
peopleexecute as well as other, potentially uncontrollable external environmental conditions
(Gopinath, 2020a). The difference between organisational and employee work performance is
apparent; employee work performance is the sole outcome of an employee's work performance,
whereas an organisation is performing best when it is successfully achieving its goals, or, to put
it another way, when it is effectively carrying out an appropriate plan. High employee work
performance is also a function ofthe employee's own abilities (Gopinath & Chitra, 2020a).

Since an organization's success depends on the creativity, inventiveness, and dedication of
its employees, a good employee performance is crucial for the firm (Gopinath, 2020b). Through
improved living conditions, high earnings, increased availability of consumer goods, etc., good
employee work performance and efficiency advancement are also essential for stabilising our
economy (Griffin et al., 1981). Griffin et al. further argue that it is crucial for society at large to
conduct research on individual employee performance. Employee productivity and work
performance appear to be linked; productivity is sometimes measured by the quantity and price
of commodities produced. However, in overall, productivity is associated with production-
oriented terms like profit and turnover and performance is connected to efficiency or
perception-oriented terms.

Every company works to accomplish its goals. They need to focus on a number of different
things in this regard. As human resource of an organization is considered as an importance
resource,organizations wish to keep well trained and effective work force (Gopinath, 2020c).
Employees, who are satisfied withtheir job, may exert high effort to organization wish to satisfy
their employees for getting effectivemore work done. To make the best use of people as a
valuable resource of the organization attentionmust be given to the relationship between
employees and the nature and content of their jobs (Gopinath, 2020d). The organization and the
design of jobs can have a significant effect on employees.

The standard of working life requires consideration. The manager must be aware of the best
ways to improve employee satisfaction with their job and remove barriers to efficient
performance.In today's world, competition is fierce (Sivakumar & Chitra, 2016). As a result,
competition between organisations is inevitable.In this regard, in order to gain a competitive
edge, a business must be able to keep people, and it anticipates that happy employees will
perform better (Gopinath & Chitra, 2020b). As a result, the organisation must be able to satisfy
its workers in order to accomplish its goals. From the perspective of the employee, job
satisfaction has a number of advantages, including lowering moral stress, stimulating new ideas
andinnovations that help them achieve higher levels of performance, maintaining a fresh
outlook, and fostering positive relationships with co-workers, managers, and other employees.

STATEMENT OF THE PROBLEM

Due to the unpredictability of the business climate and the fierce rivalry in the marketplace,
organisations are obliged to perform better in order to meet these high standards; otherwise,
many issues may arise, including the possibility of the company closing down (Gopinath,
2019a).
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This performance pertainsto the organisational or individual level, where the human
resource is seen as the most important aspect in achieving the goals of the company. Without
the help of skilled human resources, an abundance of resources like infrastructures or physical
facilities are rendered useless and directly impair corporate operations (Gopinath, 2019b).
According to professionals, a good employee's performance reflects their capacity to contribute
via their job, which results in a behavioural accomplishment that is consistent with the
objectives of the organisation. The effectiveness of human resource management, meanwhile,
affects the amount of business success.

REVIEW OF LITERATURE

According to Anitha (2013), employee engagement, knowledge management methods,
organisational activities, policies, and practices all have a significant impact on an individual's
or an organization's performance. These factors play a crucial role in encouraging high levels
of employee performance. The fundamental components of managing performance, according
to Mulolli and Mustafa (2018), are agreement, measurement, support, feedback, and positive
reinforcement. These factors determine results in terms of performance expectations.
Additionally,Bataineh (2017) emphasises that an employee's success is a culmination of their
everyday duties' efficacy and efficiency in meeting stakeholder expectations.

According to Isaac et al. (2017), employees overwhelmingly believe that using the internet
at work has improved their ability to complete tasks, acquire knowledge, and communicate
effectively. These improvements have improved both individual performance and
organisational efficiency. On the other hand, Pawirosumarto et al. (2017) found a correlation
between employee performance and a workplace that comprises both physical and non-physical
elements that benefit employee performance.

While Smith and Bititc (2017) place a focus on enhancing performance measurement tools
and performance management procedures as elements of the work environment that improve
employee engagement levels. Mensah (2018) supports their theories when talent management
is viewed as a crucial component of organisational performance. In the very dynamic and
unpredictable market environment of the twenty-first century, talent management has evolved
intothe most fundamental managerial value.

However, Menezes and Escrig's (2019) goal was to improve understanding of employee
performance and the factors influencing it. Five factors—knowledge management, information
and communication technology, employee empowerment, innovation and creativity, and
organisationalculture—make up the conceptual model that the author proposes.

OBJECTIVES

» Tostudy the influence of variables of work performance on employee motivation
resultingin overall job satisfaction among employees of automobile firms in Chennai.

* To identify various variables of work performance in automobile firms.

* To analyse the influence of variables of work performance on employee motivation
withrespect to automobile firms.

RESEARCH METHODOLOGY

The research design adopted for this study is descriptive research and the sources of data
included both primary and secondary sources. The main source of primary data served to be the
research tool with the help of which about 215 respondents were covered by the study. The
reliability of the research tool was tested by calculating the Cronbach’s Alpha which indicted
an overall value of 0.783.

https://iaeme.com/Home/journal/lJM @ editor@iaeme.com



A. Barkathunisa and Dr. K. Kumar

DATA ANALYSIS

Data for the study was collected from employees of automobile firms. The demographic details
of the employees covered by the survey are as given below:

Table 1 Demographic Details of Employees

Age Percent Designation Percent
Less than 25 years 30.2 Executive 60.0
25 — 35 years 26.9 Manager 40.0
35 — 45 years 23.9 Monthly salary Percent
45 — 55 years 19.0 Less than Rs. 25,000 42.0
Marital Status Percent | Rs. 25,000 — 35,000 32.2
Married 73.0 RS. 35,000 — 45,000 23.2
Unmarried 27.0 More than Rs. 45,000 2.6
Educational Qualification Percent Experience Percent
Diploma 27.2 Less than 5 years 29.7
Graduate 66.0 5—10 years 26.5
Postgraduate 6.8 10 — 15 years 20.8
Type of work Percent | More than 15 years 23.0
Technical 71.7
Non-Technical 28.3

Table 1 shows that the 30.2% of the employees coved by the study belong to the age group
of less than 25 years of age, 73.0% are married, 66.0% are graduates mostly holding a technical
degree, 71.7% are engaged in doing technical work, with 60.0% being employed in the
designationof an executive. Apart from this it is obvious that 42.0% draw a monthly salary
which is less than Rs. 25,000 and 29.7% of them have an experience which is below 5 years.

Table 2: Overall Mean and SD of Variables of the Study

Variables Mean SD
Work environment 3.15 0.984
Compensation package 3.47 0.988
Job security 3.22 1.046
Interpersonal relations 3.10 1.019
Career development 2.97 1.000
Employee motivation 3.63 1.087
Overall job satisfaction 3.25 1.238

Employees were asked to rate a set of statements on a five- point scale using the
psychometric Likert scale with 1 marked as strongly disagree and 5 marked as strongly agree.
Theresults calculated to arrive at the overall mean and standard deviation of the variables shows
that the highest mean score of 3.63 is assigned to employee motivation followed by
compensation package which has a mean score of 3.47. The least influencing factor of work
performance is seen to be career development which has a mean score of 2.97.
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MULTIPLE REGRESSION ANALYSIS

Dependent variable Overall job satisfaction ()

Independent variables: Work environment (X1)
Compensation package (X2)
Job security(X3)

Interpersonal relations (Xa4)
Career development (Xs)
Employee Motivation (Xs)

Multiple R value :0..876
R Square value :0..816
F value 541,112
P value 1 <0.001**
Table 3 Variables in the Multiple Regression Analysis
Variables Unstand_a_rdlzed SE of B Standa_rc_ilzed t value P value
co-efficient co-efficient
Constant 10.018 1.831 - 5.463 <0.001**
X1 0.958 0.0987 0.144 3.626 <0.001**
X2 1.521 0.092 0.083 2.034 0.004**
X3 1.297 0.144 0.392 10.223 <0.001**
X4 0.875 0.123 0.341 8.583 <0.001**
X5 0.786 0.034 0.502 11.092 <0.001**
X6 1.443 0.0625 0.272 5.223 <0.001**

Note: ** Significant at 1% level

R-square Coefficient of Determination evaluates the estimated Sample Regression Plane's
(SRP) goodness-of-fit in terms of the proportion of variation in the dependent variables
explained by the fitted sample regression equation. Thus, the R square value of 0.876 simply
means that the estimated SRP that uses work environment, compensation package, job security,
interpersonal relations, career development and employee motivation as independent variables
explain about 87.6percent of the variation in job satisfaction and the R square value is significant
at the 1% level. Themultiple regression equation is

Y =10.018 + 0.958X; + 1.521X> +1.297X3 + 0.875X, + 0.786X5+1.443 X5

Based on standardized coefficient, compensation package is the most important factor to
extract overall job satisfaction followed by employee motivation and the least influencing factor
isCareer Development.

Structural Equation Modelling (Sem): Model Fit Assessment

i

Figure 1: SEM Analysis depicting the variables included for the Study
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The SEM analysis is carried out for our research model using AMOS 23. It is inferred from
the SEM analysis that the path analysis is perfectly established for this model with CMIN/DF
being3.79, GFI is 0.929, AGFI is 0.900, CFI is 919, NFI is 918, TLI is 0.960 and RMSEA is
0.024. The loadings and the relationships between the variables are satisfactory for this model.

The standardized coefficient between work environment and employee motivation is 0.36,
between compensation package and employee motivation is 0.12, between job security and
employee motivation is 0.04, between interpersonal relationships and employee motivation is
0.16,between career development and employee motivation is 0.16 and between employee
motivation and job satisfaction is 0.56,

FINDINGS AND DISCUSSIONS

Compensation Package, is the most important factor to extract overall job satisfaction followed
by Employee Motivation and the least influencing variable is seen to be Career Development.
From the analysis it is found that some traces of dissatisfaction is found withemployees. Hence,
the company should find out the reason for dissatisfaction and apply suitable remedial measure
to get rid of it. Company could focus attention on making employees understandhow their work
impacts their company’s business goals. Perhaps this could be done through relevant training
programs. Companies could be more transparency with respect to the criteria employed with
respect to merit-based compensation increases sanctioned to its employees. This would also
help motivate employees to ensure that they achieve the criteria in order to be eligible for a
merit increase in the compensation package (Gopinath, 2016a). It could help if teams are made
to be a part of thedecision-making process such that every team player is fully aware of what is
expected him and from other team members.

CONCLUSION

Companies should also work out a career advancement plan for at least the top performing
employees which in turn would motivate them to perform better and reduce attrition in the
companies (Gopinath, 2016b). It would help if the company has in place a more appealing and
rewarding motivation program which would actually motive each and every employee to give
his best to the company. This would also lead to higher levels of overall job satisfaction.
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