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Abstract 

  

The present study investigated factors affecting the motivation among employees working in Modi-

Paints, Ghaziabad-u.p. The population under study included all employees, of whom 60 employees 

were included randomly in the research sample. The instrument used to collect the data was job 

motivation questionnaire. To examine the study a literature review has been done on different 

aspects of motivational factors. This paper will inspect the factors that influence of employee 

motivation and later the study present what are the positive outcomes for employees and 

organizations. Primary and secondary data are used to achieve the determined objectives. The data 

analyzed by using Statistical Package for the Social Sciences (SPSS) version 20.0 and the results of 

the study indicated that there is a positive and significant relationship between all motivational factor 

and employee motivation, it was noted that Financial rewards have the strongest factor influencing 

job motivation. 

 

Keywords: Employee motivation, financial rewards, job satisfaction, supervision, training and 

development. 

 

 

Introduction 

 

Motivation is a topic of wide interest to both people who work in organizations and people who 

study them.  Motivation is work as inner driver to behave or act in a certain manner. These inner 

conditions are wishes, desires, goals, activate to move in a particular direction.  These factors play a 

vital role to promote the individual towards the specific goal. Employees are the main asset of 

organizations and their performance is a backbone for organization to achieve its goals. Therefore, 

the management must look for solutions and techniques so that it could enhance its employees’ 

motivation. This can be done by rewarding and acknowledging them or through job rotation.  There 

are numerous motivation factors identified such as, “reward, promotion, recognition from managers, 

challenging work, good working conditions, good work schedules, job security” Chiang J. and 

Canter P. (2008).Researchers such as Borman and Motowidlo (1997) mentioned that there are two 

types of employee behavior that are needed for organizational effectiveness first one is task 

performance that refers to behavior that is needed in producing services and goods or activities that 

provide support to the firms core technical processes and second one is contextual performance that 

refer to individual efforts that are not directly related to their main task functions. Thus, these 

behaviors have a critical importance because they shape the organizational, social, and psychological 

contexts serving as the critical catalyst for task activities and processes (Porter, 2007). 

 

This study is concern about the factors that directly affect the employee’s motivation. How different 

factors are related to the motivation and what are impacts on the employee’s motivation. This study 

also checks how these factors affect the motivation either positively or negatively. 

 

Literature Review 

 

Reviewing the literature, it was found that there are many human resource management factors that 

can influence the employee’s motivation. Factors such as organizational culture, job satisfaction, 

training and development, and stress, have been studied and researchers have demonstrated evidence 

on the relationship between these factors and employee motivation.  Indian and Western both studies 
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have focused on employee motivation to increase their country competitiveness and economic 

growth. Motivation, according to Bassett-Jones N (2005), motivation is derived from the word 

“motivate”, means a move, push or influence to proceed for fulfilling a want. Chew.j & chan (2008) 

describe motivation as a power that strengths behavior, gives route to behavior, and triggers the 

tendency to continue (Farland et al, 2011).According to Antonioni (1999), “the amount of effort 

people are willing to put in their work depends on the degree to which they feel their motivational 

needs will be satisfied. On the other hand, individuals become de-motivated if they feel something in 

the organization prevents them from attaining good outcomes. According to Ponn-kekana et al. 

(2005), some of the reasons for employee turnover include a lack of promotion, insufficient pay, 

work overload, and some other motivation related issues such as opportunities for training and 

development, job insecurity and a lack of recognition of good performance. Empirical studies 

(Meudell and Rodham, 1998; Maertz and Griffeth, 2004) have, however indicated that extrinsic 

factors such as competitive salary, good interpersonal relationships, friendly working environment, 

and job security were key motivational variables that influenced their retention in the organizations.  

 

Motivational Theories 

 

Some motivational theories are as followings-  

 Abraham Maslow’s “Hierarchy of Needs Theory” advocates that, once reached a basic level, 

a person can be motivated to advance to the next level. Physiological needs are at the bottom 

of this range, while self is on top.  

 According to Herzberg , positive hygiene factors are accepted as they are by the employees 

and this can be motivating but not necessarily all the time.  

 McClelland and Alderfer’s Motivation Theories function similarly to the theory of hierarchy 

of needs of Abraham Maslow. Meeting the needs of motivation is to jump to a new level of 

motivation.  

 Vroom’s Awarding Expectation and Fair Awarding Systems theory states that if expectations 

are positive for growth performance of the employees will be more diligent and work more 

intensively with high motivation. 

 

Objective of Study 

  

The main objective of the paper is to study about the different motivational factors that are involved 

in employee motivation in Modi-Paints. There are certain another reasons which carried out as a 

result of this paper-  

 To find which motivational factor is more important.  

 To examine the relationship between motivational factors and employee motivation in 

organization 

 

Hypothesis 

 

Hypothesis 1: Financial Reward has a positive and significant influence on employee Motivation.  

Hypothesis 2: Supervision has a positive and significant effect on employee Motivation.  

Hypothesis 3: Job Satisfaction has a positive and significant influence on employee Motivation.  

Hypothesis 4: Training development has a positive and significant effect on employee Motivation.  

Hypothesis5: working Environment has a positive and significant influence on employee Motivation.  
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Research Methodology 

 

Sampling /sample size 

 

Convenience sampling will be used to collect data. It will make us to reach maximum numbers of 

people. Convenience sampling is the most appropriate tool to gather data by the help of 

questionnaire. This study has the 60 sample size. 

 

Data Type, Source and Data Collection Method  

 

In order to achieve the objectives of the study; the researcher was used primary data source. Primary 

data was collected using questionnaires. Questionnaires were distributed to the employees of the 

factory (Modi-Paints) Ghaziabad, u.p.. The variables were attitudinal and measured using Likert 

scale with five response categories (strongly disagree, disagree, not decided, agree and strongly 

agree). 

 

Data Analysis  

 

The primary data collected from target respondents is analyzed using Pearson correlation and 

multiple regression analysis. 

 

 

Result and Interpretation 

 

Reliability Analysis 

 

For testing consistency among multiple measurements Cronbach’s alpha coefficient was calculated. 

Table 3 shows that these coefficients for all factors are greater than 0.8, which is good for scale 

reliability. For this study, the Cronbach’s Alpha is used to test the reliability and consistency of the 

elements of variables. Table 7.1 shows that majority of the variables show Cronbach’s Alpha exceed 

0.7. Since the Alpha value is high, therefore, the scale questions were considered to have internal 

consistency.  

 

Table 7.1: Reliability coefficients 

Scale  No. of Item Cronbach’s alpha 

coefficient 

Status 

Financial Rewards 5 0.809 Good 

Supervision 5 0.815 Good 

job satisfaction 5 0.702 Acceptable 

promotion 5 0.850 Good 

work Environment 5 0.710 Acceptable 

 

Pearson Correlation analysis:-  

 

The Pearson correlation coefficient is a measure of the strength of the linear relationship between 

two variables. It is referred to as Pearson's correlation or simply as the correlation coefficient. If the 

relationship between the variables is not linear, then the correlation coefficient does not adequately 

represent the strength of the relationship between the variables. Pearson can range from -1 to 1. A 

value of -1 indicates a perfect negative linear relationship between variables, a value of 0 indicates 

no linear relationship between variables, and a value of 1 indicates a perfect positive linear 

relationship between variables. Table 7.2 shows the Pearson correlation between employee 

motivation and other Motivational Factors. 
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Table 7.2: The Relationship between Employee Motivational Factors and Employee Motivation 

 

Motivational Factors  E.M N 

Financial Rewards Pearson Correlation  .312 60 

Sig. (2-tailed)  .000** 

Supervision Pearson Correlation  .285** 60 

Sig. (2-tailed) .000** 

Job Satisfaction Pearson Correlation  .212 60 

Sig. (2-tailed) .000** 

Training &development Pearson Correlation  .190 60 

Sig. (2-tailed) .000** 

Working Environment Pearson Correlation  .230 60 

Sig. (2-tailed)s .000** 

                         **. Correlation is significant at the 0.01 level (2-tailed). 

 

The results in table 7.2 shows that, there is positive and significant relationship between Financial 

reward and employee motivation (r = .312, p < 0.01), supervision and employee retention (r = 0.285, 

P < 0.01), job satisfaction and employee motivation (r = 0.212, P < 0.01), Training &development 

and employee motivation (r = 0.190, < 0.01), working environment and employee motivation (r = 

0.230, P < 0.01). In other words the researcher can say if these factors will increase then employees 

motivation will automatically increase. 

 

In Above table 7.2 also shows that the highest correlation is found between financial rewards and 

employees motivation at correlation of 0.312 and second highest is supervision at correlation of 

0.285 ,third is working environment at correlation of 0.230,fourth one is job satisfaction  at 

correlation of 0.212,fifth is training and development at correlation of 190 respectively. 

 

Multiple Regression Analysis  

 

Table 7.3: Regress Employee Motivation (as Dependent Variable) on the Motivational factors (as 

Independent Variable) 

 

Motivational factors B  Std. error  Beta  t  Sig  

Financial Rewards 0.79 0.75 .251 6.20 000** 

Supervision 0.70 0.37 .240 5.70 000** 

Job Satisfaction 0.41 0.59 .202 5.0 000** 

Training &development 0.49 0.70 .142 3.14 000** 

Working Environment 0.42 0.41 .131 3.7 000** 

Source: SPSS result from survey data.  ** P < 0.01       R Square .74 

 

Above table 7.3 indicates that all independent variables accounted for 74% of the variance in 

employee motivation (R2 = 0.74). Thus, 83% of the variation in employee retention can be explained 

by the five motivational variables and other unexplored variables may explain the variation in 

employee retention which accounts for about 26%, shown in table 7.3. The results of this study also 

indicated that financial reward is the most influential factor that significantly affects employee 

motivation. 

 

Findings 

 

Hypothesis 1: Financial Rewards has a positive and significant effect on employee Motivation 
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Above table shows that the most influential factor that significantly affect the employee Motivation 

is reward with a beta value (beta = 0.251), at 99% confidence level (p < 0.01). Therefore, the first 

hypothesis that is “Financial Reward has a positive and significant effect on employee Motivation” is 

accepted. 

 

Hypothesis 2: Supervision has a positive and significant effect on employee Motivation.  

 

The results of regression, as presented in table  above, shows that Supervision has a positive and 

significant effect on employee Motivation with a beta value (beta = 0.240), at 99% confidence level 

(p < 0.01). As a result the second hypothesis which states “Supervision has a positive and significant 

effect on employee Motivation.” is accepted.  

 

Hypothesis 3: Job Satisfaction has a positive and significant influence on employee Motivation.  

As table above indicates, Job satisfaction has a positive and significant effect on employee 

Motivation with a beta value (beta = 0.202), at 99% confidence level (p < 0.01). Thus, the third 

hypothesis that states “Job satisfaction has a positive and significant influence on employee 

Motivation.” is accepted. 

 

Hypothesis 4: Training development has a positive and significant effect on employee Motivation.  

As table above indicates, Training and development has a positive and significant effect on employee 

Motivation with a beta value (beta = 0.142), at 99% confidence level (p < 0.01). Thus, the third 

hypothesis that states “Training and development has a positive and significant influence on 

employee Motivation.” is accepted. 

 

Hypothesis 5: working Environment has a positive and significant influence on employee 

Motivation. 

 

As shown in table indicates, working-Environment has a positive and significant effect on employee 

Motivation with a beta value (beta = 0.131), at 99% confidence level (p < 0.01). Thus, the third 

hypothesis that states “working-Environment has a positive and significant influence on employee 

Motivation.” is accepted. 

 

Conclusion 

 

The result of the study based on the findings indicates that, employee were most motivated with the 

Financial reward motivational factors. However, employees were also motivated with Supervision, 

job satisfaction, training and development and working environment motivational factors. The 

correlation result shows that, a positive and significant relationship between financial reward, 

Supervision, job-Satisfaction, Training and Development and working environment and employee 

motivation. So proved that they all above factors play a very important role to boost up motivation of 

employee working in Modi-Paints, Ghaziabad, U.P. 

 

In terms of the stated research hypotheses the empirical findings emerged from the study that all five 

motivational factors including financial reward, Supervision, job satisfaction, training and 

development, and working environment have positive and significant effect on employee Motivation. 

 

Recommendations 

 

Based on the findings and conclusions of this research study, the researcher gives the following 

recommendations to the management of the organization:- 
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Employees spend most of their time in the workplace. The practices, work in the workplace can 

influence attitudes and ultimately their performance. Therefore, organizations/institute has to create 

happy working environment where employees enjoy their time, feel comfortable and relax. 

 

As  this research study find that the financial reward is one of very large factor to get motivated of 

employee in their job to get from organization so management are advised to pay their employees 

based on their performance and contribution for the organization. However, the pay and benefits that 

the employees get must be at the same level of the market standard. 

 

The stressful workplace leads demotivation and stressed employees, so working environment should 

be peaceful where employees to express their feeling and discuss with the management about their 

job duties and responsibilities.  

 

Above these recommendations can increase the employee retention and loyalty to the organization 

and reduce their absenteeism. 
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