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ABSTRACT 
This study is aimed at determining the impact of motivation on employee's job performance in various industries. The 

purpose here is to investigate and identify factors responsible for the satisfaction and dissatisfaction of the employees and henceforth 
to find practical solution for lack of staff motivation and job performance. The management should try as much as possible to increase 
satisfaction of the employees by pacifying them. The effects of this dissatisfaction can hinder the job performance of the industry as 
money is considered to be a highly motivating factor. The research here is based on primary and secondary data which has been 
collected from books, journals, reports, articles, web sites. The primary data was collected through purposive sampling. Motivation 
can be increased by practicing motivational techniques in the industry. 
 
Keywords: Motivation, Job Performance, Job Satisfaction. 
 
INTRODUCTION 

What makes the staff of any organisation “go the additional mile” to supply wonderful service? the solution to the present 
question lies in this self-conducted paper. Motivation is really a mix of things that operate inside every individual and needs a mix of 
approaches. generally, motivation is often referred as a mix of motive and action. The model of motivation relies upon a definition of 
motivation as “a method governing selections created by persons or lower organisms among different variety of voluntary activity”. 
Also, analysis reveals that associate degree employee’s ability partly determines his output or productivity. the opposite major 
determinant is his motivation level. worker motivation plays an important role within the management field; each on paper and much. 
It's aforesaid that one amongst the necessary functions of human resource manager is to make sure job commitment at the 
geographical point, which might solely be achieved through motivation. there's general agreement that individuals are driven in things 
wherever they will participate, they will feel accomplished and receive recognition for his or her work, wherever the communication is 
frequent and there are opportunities for career growth. “A central concern of commercial relations is that the identification and 
measure of things related to individual variations in worker job performance”. And this identification and measure are the fundamental 
factors of psychological tools. Motivation is crucial factor for increasing performance and so it's more and more necessary to check 
what motivates staff for higher performance.  
 

It is concentrated on the definition of motivation, forms of motivation, theories on motivation, and factors that motivates 
employees. An attempt was made to discuss performance, the effects of motivation on employees‟ performance and monetary 
motivators versus non-monetary motivators, and conclude with the development of a conceptual framework. The study will consider 
motivation in relation to the job performance. The analysis of the development stages of motivation and theories related to the concept 
shall be analysed. The relationship between employer’s want and general nature of human wants as propagated by behavioural 
psychologist will be discussed. The topic of motivation has been of keen interest to managers and social scientists, especially within 
the past three decades. In this literature review, some of their findings will be surveyed within the individual and social perspective. 
Old and new theoretical perspective will be discussed in order to understand current knowledge about motivation and its relationship 
with work behaviour and performance. To consider these theories, it is necessary to bear in mind that motivation is the only influence 
on a person’s performance level. Motivation, abilities and role perception are all inter-related. The performance level is likely to be 
low, even if the other factor encourages performance. Since every employee has needs, he is capable of being motivated.  
 
Employee Motivation 

Motivation is fundamentally meant to facilitate behavioural alteration. It is a force that enables an individual to act in the 
direction of a particular objective. According to the study of Grant (2008) held on employee motivation; motivation forced such result 
as productivity, performance and persistence (Grant, 2008). According to the studies of (Ryan and Deci, 2000; Thomas, 2002, as cited 
in Grant, 2008); motivated employees are more oriented towards autonomy and freedom and are more self- driven as compared to less 
motivated employees which lead to availing developmental opportunities more correctly. Similarly, employee commitment with their 
work and jobs is more, if they are motivated as compared to less motivated employees (Guay et al., 2000; Vansteenkiste et al., 2007). 
Topic of motivation is more discussed in the subject of organizational behaviour which contains a variety of models and theories 
relevant to motivation. Development and growth of employees is significantly focused. According to Maslow, Alderfer, McClelland, 
Hackman and Hertzberg; the growth is most influential motivator for individuals that exploit the potential of employees. It is found 
that an undeniable link exists among employee motivation and their satisfaction with the jobs and also to organizational commitment 
(Basset-Jones and Lloyd, 2005; Chen et al., 2004). Employee motivation is most important element for all organization to attain 
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achievement weather these are public or private (Chintallo& Mahadeo, 2013). 
 

Employee Performance 
Performance of the employee is considered as what an employee does and what he doesn’t do. Employee performance 

involves quality and quantity of output, presence at work, accommodative and helpful nature and timeliness of output. According to 
the results of study conducted by Yang (2008) on individual performance showed that performance of the individuals cannot be 
verified. Similarly, he asserts that organizations can use direct bonuses and rewards based on individual performance if employee 
performance is noticeable (Yang, 2008). Morale and productivity of employees is highly influenced by the effectiveness of 
performance of an organization and its reward management system (Yazıcı, 2008). To satisfy customers, firms give much effort but do 
not pay attention on satisfying employees. But the fact is that customer would not be satisfied until and unless employees are satisfied. 
Because, if employees are satisfied, they will do more work therefore ultimately customers will be satisfied (Ahmad, 2012). Employee 
performance is actually influenced by motivation because if employees are motivated then they will do work with more effort and by 
which performance will ultimate improve (Azar and Shafighi, 2013). Employee motivation has a significant and positive relationship 
with employee performance. 
  
Motivation and Employee Performance       

  Motivation is the most important factors influential organizational performance. Employee motivation is one of the policies 
of managers to increase effectual job management amongst employees in organizations. A motivated employee is responsive of the 
definite goals and objectives individuals must have, therefore individuals direct in efforts in that direction. Organizational facilities 
will go waste if it lacks motivated people to utilize these facilities effectively. Employee motivation and performance are key factors 
in moving a business forward. Owners, managers and supervisors know positive motivation leads to better performance and higher 
productivity but may rely on the wrong tools that will create dissatisfaction among employees and lead to poor performance. 
Motivation increases the willingness of the workers to work, thus increasing effectiveness of the organization. Organizational goal is 
to develop motivated employees and support their morale regarding their respective works for better performance. 

 
Aims and Objectives 

The fundamental aim of this research is to reveal how motivational factors affect the performance of the employees in various 
industries.   

 
In order to fulfil this, aim further sub-objectives are developed. These objectives are as follows:  
 To identify factors that motivates employees mostly in an organization. 
 Job satisfaction is directly related to job performance. 
 To find out what constitutes motivations and job performance to employee. 
 To identify factors that serve as dissatisfaction among workers in the organisation.  
 To determine the employee’s performance.   
 To assess the effect of motivation on the employee’s performance.  

 
METHODOLOGY 

This topic has been selected to know the impact of employee motivation on job performance of employees in organization 
industry. 
   
Research Design 

In order to obtain the answers related to the research questions that are developed for this study and to test the developed 
hypotheses the research design provides a guide and an overall plan to the researcher. The process of designing the research for this 
study is done by adopting the approach of "step by step."  This means that first of all data collection method is designed, and then the 
sampling size and sampling method is selected. 
 
Hypothesis Analysis: The Hypothesis Analysis for job motivation and job performance has been explained in the study. 
  
H1: There is a positive relationship between job motivation and job performance of employees  
  
H2: There is a positive relationship between job satisfaction and job performance of employees  
  
Primary Data: for this research, purposive sampling technique was used and the sample size was 100.  
 



 
Cover Page 

  

 
DOI: http://ijmer.in.doi./2021/10.06.41 

 

 

ISSN:2277-7881; IMPACT FACTOR :7.816(2021); IC VALUE:5.16; ISI VALUE:2.286 
Peer Reviewed and Refereed Journal: VOLUME:10, ISSUE:6(3), June:2021 

Online Copy of Article Publication Available: www.ijmer.in 
Digital certificate of publication:http://ijmer.in/pdf/e-Certificate%20of%20Publication-IJMER.pdf 

Scopus Review ID: A2B96D3ACF3FEA2A 
Article Received: 10th June - Publication Date:30th June 2021 

 

 
3 

 

Scales Used 
Job Performance: This scale was designed by John P. Campbell. Job Performance assesses whether a person performs a job well. 
This scale is used widely in India and other parts around the world. The reliability value for job performance in this study was found 
to be 0.82 
 
Job Motivation: This scale was designed by Hackman and Oldham. Job Motivation is a set of energetic forces that originate both 
within as well as beyond an individual’s being, to initiate work related behaviour and to determine its form, direction, intensity, and 
duration. This scale is used widely in India and other parts around the world. The reliability value for this scale was found to be 0.79 
 
Job Satisfaction: This scale was developed by Spector (1985). Job Satisfaction refers to how well a job provides fulfilment of a need 
or want, or how well it serves as a source or means of enjoyment. Job Satisfaction is the degree to which individuals feel positively or 
negatively about their jobs. This scale is used widely in India and other parts around the world.The reliability value for this scale was 
found to be 0.80  
 
Statistical tool: Frequency distribution, mean, SD and correlation coefficient were computed for this study.  
 
RESULTS AND DISCUSSION 
The researcher conducted survey questionnaire. Questionnaire has been conducted with employees from all sectors in Kolkata.  
 
 Table 1: How long have you been working with your organization? 

 Frequency Percent Valid Percent 

0-2 Years 20 10 10 

3-4 Years 16 30 30 

5-6 Years 24 40 40 

7-8 Years 20 5 5 

9-10 Years 12 10 10 

Above 10 Years 8 5 5 

Total 100 100 100 
  
 participants have experience of working for 0-2years. This evidently states that most of the selected participants have 
moderate level of working experience with their respective organizations.   
 
Job Motivation Analysis 

The participants of the study have been approached by the researcher to determine their job motivation level. Responses of 
the selected participants are as following:  
 
Table 2- What motivates you most at work? 
 
 
 
 
 
 
 
 
Job Performance Analysis  

The researcher in this study also conducted the survey to determine the responses of the selected participants regarding their 
overall job performance. The responses of the selected participants are as following:   
 

 Frequency Percent 

Monetary Compensation 70 70 
Challenging and meaningful work 25 25 
Good Bosses 5 5 
Total 100 100 
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Table 3- Does the organizational policy and procedure enhance your performance 
  
 
 
 
 
 
 
Hypothesis Analysis   

 
Table 4:  Correlation of job motivation, job satisfaction and job performance  
  
H1: There is a positive relationship between job motivation and job performance of employees  

  
H2: There is a positive relationship between job satisfaction and job performance of employees  
 

The above figure clearly proves that both Hypothesis 1 and Hypothesis 2 are accepted in the study and both are positively 
related to each other. This means that job motivation is positively related to job satisfaction and job performance. 
 
DISCUSSION AND CONCLUSION 

Employees are the most valuable resource of the organization. Without competent employees no organization can ever 
succeed in the long run. For organization to succeed it is important to satisfy the needs of the internal employees to meet the 
expectation of the external employees. Thus, from the study it is estimated that job motivation and job satisfaction both have a direct 
impact on job performance at the organizations surveyed.   

 
The goal of this study was to determine how the employees’ job performance can be improved by motivating the employees.   

 
The human resources especially within the organization plays a crucial role in the success of the business. In the present 

marketplace, where there is an influx of competition in order to remain standing in the competitive market is necessary for 
organizations to provide the best possible services. For that matter it is critical that the employees are performing in the best way 
possible. Thus, the employees' performance and their efficiency are factors which affect the success of the business. Employees who 
are performing effectively and working according to the standards established are prone to be more satisfied in their work. 

 
The findings of this study as well as previous researches all indicate that low salaries are closely associated with low 

motivation among the employees along with limited training and development opportunities, lack of growth opportunities and 
excessive job transfers. The employees are the social capital for the organisation and focus on how the employees interact with others 
in terms of their communication, social relations, influence and trust. Thus, ensuring the employees are motivated ensures that they are 
maximising their social capital and using it to improve their performance. In summation, this study has effectively provided the 
readers sufficient evidence by using quantitative sources about the impact of employee motivation on job performance of employees 
in organization industry. 

 

 Frequency Percent 

Yes 98 98 
No 2 2 
Total 100 100 
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Motivation should be used as a major tool that helps in reducing work related stress and excessive job dissatisfaction. The 
employees should be provided with the opportunities that they need incorporating motivation and focusing on increasing job 
satisfaction need to be considered in order to reduce stress and to ultimately provide the employees with a better environment to work 
in.  

 
Recommendations 
 Apart from focusing on monetary incentives there are a number of other motivational factors that need to be incorporated 

within the practices. Praise and recognition are both known as positively influencers and thus the employees need to be praised 
for their work.  

 Involving the staff can be considered as another motivating factor, many employees feel like they are not part of the 
organizations and they are not involved in any of the decisions taking place. Such feelings affect the morale of the employees 
and should therefore be changed.  By holding combined meetings or events the employees will not only feel included but it will 
also help the employees to get to know each other and bond.  This will help the employees in working well with each other.  

 Motivating employees through inspiration is also viewed as a positively motivating element. However, inspiration comes from 
leadership. Thus, organizations need to encourage leadership amongst the management. This form of motivation usually works 
when the employees begin understanding the purpose, goals and mission of the organizations.  

 The employees need to be motivated by using a merit system; this ensures that the employees understand the role that the 
employees play within the organisation. The employees will work in a more effective manner once they believe that they will 
be rewarded based on their hard work and commitment.  

 Providing training opportunities can also be considered as a motivational factor. Since one of the factors identified as a 
contributor to the lack of motivation is no training opportunities. In order to be able to provide the employees with equal 
growth opportunities it is necessary to provide them with the chance to develop new skills and techniques. Thus training should 
regularly be provided in order to ensure the employees are updated on better techniques and secondly those employees looking 
for career development should be provided with the opportunity to grow and develop. 

 In order to keep the employees motivated the management should offer them better working opportunities, new challenges, 
better techniques and development opportunities.  Management needs to provide the employees with the right incentives both 
monetary and non-monetary.  
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