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Abstract— The present study was aimed, “To 

study the factors influencing employee job 

performance with reference to hotel industry in 

Chennai.” The objective of the study is to analyse 

the individual factors, job related factors and 

organisational factors that influence job 

performance. Descriptive research design was 

used to demonstrate the factors that influences 

employee job performance in terms of individual 

factors, job related factors and organisational 

factors. A sample of 230 employees working in 

Kitchen, Service, Front office, Hygiene, Security, 

Purchase, IT, HR, Engineering, Housekeeping  

and health club departments was taken from the 

firm and their responses were collected using a 

structured questionnaire. A sample of 43% of the 

total population was selected using stratified 

random sampling technique to cover all the 

departments in the hotel generating a sample size 

of 230 respondents. Primary data was collected 

using a questionnaire and a pilot study was done 

to establish the reliability and validity of the 

research instruments. The target population 

included employees of middle and lower level 

management. The researcher used Percentage 

Analysis, Weighted average analysis, Chi-Square, 

One Way ANOVA Test, Independent sample t-

test, Correlation, Kruskal Wallis test, Regression 

analysis. The findings reveal that 50 % of 

respondents were from both the hotels, 83.5% of 

respondents were male, 47% of respondents agree 

that they have a balance between work & family 

life, An Organization could build healthy 

relationship with its workforce by providing 

appropriate compensations to recruit and retain 

employees. Management must take care of work 

involving long hours or improper shift schedules. 

The result showed that all employees feel that the 

job they perform makes them happy irrespective 

of their departments. 

 

Keywords: Employee performance, Individual 

factors, job related factors, organisational factors 

 

INTRODUCTION 

With the unpredictable business 

environment and intense business competition, 

amongst various businesses regardless of 

demographical boundaries, it becomes a challenge for 

the businesses to get and then maintain a 

distinguished position in the industry. Organizations 

must be aware of their human resource worth. The 

quality of an organization’s manpower always 

differentiates it from the other organizations. In fact, 

plenty of resources such as framework or physical 

facilities will go aimless without the support of 

competent human resources that directly rattle the 

continuity of the business operations. Good 

performance of employees reflects their attitude 

towards their work and with regard to the 

organisational vision and mission. Meanwhile, the 

success of the organization depends on the 

performance of its human resource. Performance is 

the action or process of performing a task within 

specification. The variables that are determined to 

influence the performance at work place include 

working hours, trainings, communication barriers, 

stress and financial rewards. The three influential 

factors are classified into individual factors, job 

related factors and organizational factors.  

 

NEED FOR THE STUDY 

 It is admitted that no business firm can 

flourish without its human assets. Employees play a 

leading role and make powerful contributions to the 

organization. Employees with zeal would outperform 

their task by uplifting their organisational image and 

worth. There has been a great challenge on the part of 

managers in determining the factors that influence 

employee job performance to increase the quality & 

quantity of job performance.   It is for that reason this 
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research is planned to bridge the knowledge gap. The 

main aim of this study is to know the influential 

factors and priorities given to various factors. 

 

SCOPE OF THE STUDY 

 Factors influencing employee job performance is a 

holistic approach to firms for improving job 

performance in terms of quality. 

 It examines the role of vision, leadership, 

teamwork, availability of resources, and training. 

 Both management and employees can become 

involved in the continuous improvement on the 

quality of service rendered.  

 The implementation of influential factors has 

become imperative for organizations in order to 

cope with competition and to retain the customers. 

 It facilitates management to have competent 

workforce with loyalty and morale.  

 

REVIEW OF LITERATURE 

         A review of related literature is the previous 

research work consisting of general introduction, 

conceptual framework, statistical techniques adopted, 

findings, suggestion and conclusion of the research 

topic.The literature review consists of scholars 

articles from various journals, studies conducted by 

many people, book and records that critically on the 

concepts of factors influencing job performance. 

Many authors have conducted studies and written 

articles that provide a deep analysis and more clear 

understanding of the concepts to us.  

 

RESEARCH METHODOLOGY 

       A methodology is a fixed plan of conceptual 

analysis of the techniques applied in the field of 

study. It typically, encompasses concepts such as 

paradigms, theoretical model, phase and quantitative 

or qualitative techniques. Analysis is the detailed 

examination of data with the aim of discovering valid 

information to make reliable findings, suggestions 

and conclusion and to aid decision making. 

 

STATEMENT OF PROBLEM 

            In today’s highly competitive environment 

with escalating demands of customers for getting 

better products and services, survival of companies in 

ever expanding market place, economic success of 

companies, improvement in productivity, customer 

satisfaction, profitability and innovativeness, 

changing organizational culture and globalization of 

world trade,  organizations have realized the value of 

their intellectual asset which is their employees. The 

quality of an organization’s manpower always 

differentiates it from the other organizations. There is 

no effective technique to identify the reasons for low 

performance.  

        In order to attain a desired objective and to 

win over its competitors. It is necessary to check the 

factors influencing job performance. With the 

involvement and better performance of employees’ 

organizations survive, sustain and succeed in the 

competitive environment. 

 

VARIABLES USED IN THE STUDY 

A variable is an object, event, idea, feeling, 

time period, or any other type of category that is to be 

measured. There are two types of variables-

independent and dependent. 

INDEPENDENT VARIABLES:  

              Gender, Age, Educational qualification, 

Marital status, Type of family, Employment status, 

Department, Experience, and Income (pm) 

 

DEPENDENT VARIABLES:  

1. Individual factors –Skills, Ability, Job    

Knowledge, Creativity and Innovation, Attitude, 

Commitment, Career Development, Motivation, 

Work Life Balance, Stress, Health Issues, Job 

Expectations.  

2. Job related factors –Selection, Training, 

Compensation, Performance Appraisal, 

Promotion, Rewards and Recognition, Inter-

Personal Relationship, Job Itself, Job Description 

and Specification, Availability of Resources & 

Tools, Duties of Responsibility, Guest 

Behaviour.  

3. Organizational factors–Vision, Mission, 

Objective, Culture, Policies & Procedure, 

Structure, Work Environment, Communication, 

Leadership, Teamwork, Fair Treatment& Mutual 

Trust 

4. Factors influencing job performance – Work 

environment, monetary and non-monetary 

benefits, motivation, job satisfaction, training 

and development, rewards and recognition, 

interpersonal relationship, working hours and 

leave policy. 

 

OBJECTIVE OF STUDY 

              The aim of this research is to critically 

analyze and evaluate how the factors influencing 

employee job performance can be studied and applied 
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for effective management tools to gain organizational 

excellence through better employee performance. 

 

PRIMARY OBJECTIVE 

To study the factors influencing employee job 

performance with reference to Grand by GRT Hotels 

& Radisson Blu by GRT Hotels (Chennai) 

 

SECONDARY OBJECTIVE 

1. To study the Individual factors that influence 

employee job performance. 

2. To study the Job-related factors that influence 

employee job performance.  

3. To study the Organisational factors that 

influence employee job performance. 

4. To analyse the dimensions of factors influencing 

employee’s job performance between 

departments in GRT Hotels. 

5. To study the dimensions of factors influencing 

employee’s job performance between Grand by 

GRT Hotels & Radisson Blu by GRT Hotels. 

6. To Suggest Strategies to enhance employee job 

performance. 

 

HYPOTHESIS 

                 A hypothesis is a proposed 

explanationabout the relationship between two or 

more variables. A hypothesis must be specific, 

testable prediction about what you expect to happen 

in your study, taking into account current knowledge 

and techniques and be realistic.  

 

 

 

FORMULATION OF HYPOTHESIS     

Ho: there is no significant relationship between 

gender and guest behavior. 

Ho: there is no significant relationship between 

commitments towards job is satisfactory and job I 

perform makes me happy. 

Ho: there is no significant relationship between 

experience and good team support facilitates my job 

performance. 

Ho: there is no significant relationship between age 

and balance between work and family life. 

Ho: there is no significant relationship between 

Income and motivating employees for efficient and 

effective job performance. 

Ho: there is no significant prediction of 

organisational factors by job related and individual 

factors. 

 

SAMPLE DESIGN  

The design of samples refers to the rules and 

procedures by which some elements of the population 

are included in the sample. It provides the basis for 

sound measurement of economic and social 

phenomena from surveys of business and households. 

 

POPULATION 

For developing and using a sample, it 

becomes the primary duty of the researcher to define 

the population from which he intends to draw the 

sample population. The population in this study is 

finite. The population in this study is 536 (324+212) 

respondents from Grand by GRT and Radisson Blu 

by GRT (Chennai). 

 

SAMPLING UNIT AND SAMPLE SIZE 

 The sample unit consists of Kitchen, Service, 

Front office, Hygiene, Security, Purchase, IT, HR, 

Engineering, Housekeeping, Health club departments 

of Grand by GRT hotels and Radisson Blu by GRT 

hotels covering the middle & lower level employees 

of the organization. Sample size of the study consists 

of 230 (115+115) employees totally. 

 

SAMPLING TECHNIQUE  

Sampling is an approach that allows 

researchers to figure out information about a 

population, without having to examine every 

individual.  

 

PROBABILITY SAMPLING 

A probability sampling is a method in which 

every element of the population will have an equal 

chance of being selected. 

 

STRATIFIED RANDOM SAMPLING   

Stratification is a process by which 

heterogeneous elements of the population are made 

into homogeneous sub groups and samples are drawn 

from these subgroups either by proportionate and 

disproportionate allocation. 
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SELECTION OF SAMPLES FROM THE 

POPULATION 
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1 Kitchen 63 22 42 23 105 45 

2 Service 74 26 44 24 118 50 

3 Front office 27 10 24 13 51 23 

4 Hygiene 35 13 18 10 53 23 

5 Security 35 13 18 10 53 23 

6 Purchase 6 2 2 1 8 3 

7 IT 3 1 5 2 8 3 

8 HR 4 1 4 2 8 3 

9 Engineering 18 6 13 7 31 13 

10 House 

keeping 

47 17 33 18 80 35 

11 Health club 12 4 9 5 21 9 

 

TOTAL 

 

324 

 

115 

 

212 

 

115 

 

536 

 

23

0 

 

CONSTRUCTION OF TOOL  

               Factors influencing employee job 

performance variable has been developed using the 

variables identified through extensive collection of 

literature survey. The study was obtained by a self-

administered questionnaire. A preliminary 

questionnaire was developed using Likert’s five-point 

rating scale with the following anchors.1. Strongly 

Agree 2. Agree 3. Neutral 4. Disagree 5. Strongly 

Disagree. Items are included under each variable 

through literature survey Considered Individual 

factors, Job related factors and organizational factors. 

 

DATA COLLECTION METHODS 

            Data collection is a mechanism of gathering 

information on variables of interest, to answer 

research questions, test hypotheses and evaluate the 

outcomes. Data’s are collected from both primary 

and secondary sources. 

 

PRIMARY DATA 

            Primary data originated by the researcher to 

address the specific purpose of addressing the 

research problem. Primary data may be obtained by 

observing events, people, objects, questionnaires. In 

this survey the primary data is collected through 

structured interview schedule and questionnaire 

method. 

 

SCHEDULE METHOD  

Schedule is the tool used to collect data from 

the respondents by way of interview. Schedule may 

contain questions, statements (on which opinions are 

provided) and blank spaces for filling up the 

responses 

 

SECONDARY DATA 

 Secondary data is already collected by and 

readily available from other sources. These secondary 

data may be obtained from many sources including 

books, magazines, newspaper, reports by research 

scholars, industry profiles, compilations from 

computerized databases and information systems and 

computerized or mathematical models of 

environmental processes. 

 

LIMITATION OF STUDY  

1. The study is limited to a short period of time 

and the results would be varying according to 

the individual as well as time. 

2. The research is conducted only on the middle 

and lower level employees, the opinions of the 

top-level employees were not collected.  

3. The results of the analysis made in the study 

depend fully on the information given by the 

respondents so the quality of findings depends 

on the quality of the respondents. 

4. The present research is limited to the hotel 

industry in Chennai only.  

5. The study gives the opinion of the employee 

working in Grand by GRT hotels &         

Radisson Blu by GRT hotels. 

 

DATA ANALYSIS AND INTERPRETATION 

There are 230 respondents for the study. 

After preliminary scrutiny of the filled 

questionnaires, it is noticed that all responses were 

marked to all questions which leads the study. The 

responses of the questionnaires are tabulated in 

percentages to get a clear cut picture about the 
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responses. It made the interpretation quite easier by 

using statistical tools like the reliability statistics, chi-

square test, one-way ANNOVA, Karl Pearson’s 

Correlation, Kruskal Wallis test and Independent t-

test; to obtain the relationship and differences 

between the variables that is taken into consideration 

for the study. 

 

RELIABILITY STATISTICS 

The Cronbach’s Alpha is 0.934 which 

means the instrument (questionnaire) is highly 

reliable and internally consistent. 

 

STATISTICAL ANALYSIS 

Table No - I 

One Way ANNOVA Between Experience and 

Team Support Among Employees  

Source 

of 

variati

on 

Sum 

of 

Squar

es 

Df Mean 

Squa

re 

F P-

Val

ue 

Sig. 

Betwee

n 

groups 

13.427 3 4.476 2.92

4 

0.05 0.03

5 

Within 

groups 

345.96

8 

22

6 

1.531 

Total 359.39

6 

22

9 

Hence, there is significant association 

between experience and team support.  

 

Table No - II 

Independent Sample t-test Test Between Type of 

Family and Capacity to Learn and Acquire New 

Knowledge Is Satisfactory 

 

 

Hence, there is significant association 

between type of family and capacity to learn and 

acquire new knowledge is satisfactory among the 

respondents. 

 

Table No - III  

Chi Square Test Between Age and Balance 

between work & family life   

 

Value Df 

Asymp. Sig. 

(2-sided) 

Pearson Chi-

Square 

 

36.895a 16 .002 

Likelihood Ratio 

 
36.209 16 .003 

Linear-by-Linear 

Association 

 

2.447 1 .118 

N of Valid Cases 

 
230 

  

 

             Hence, there is significant association 

between Age and Balance between work & family 

life. 

Table No – IV 

  Levene's 

Test for 

Equality of 

Variances 

t-test for Equality of 

Means 

  

F 

Si

g. T Df 

Sig

. 

(2-

tail

ed) 

M

ea

n 

Dif

fer

en

ce 

Std. 

Err

or 

Diff

ere

nce 

95% 

Confiden

ce 

Interval 

of the 

Differenc

e 

  Lo

we

r Upper 

Type 

of family 

Equal 

Variances 

Assumed 

12

2.

37

0 

.0

00 

2.3

70 
118 

.01

9 

.36

4 
.153 

.06

0 
.667 

Equal 

variances not 

assumed 

  
7.8

92 

109

.00

0 

.00

0 

.36

4 
.046 

.27

2 
.455 
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Karl Pearson Correlation Between Commitment 

Towards Job and Job I Perform Makes Me 

Happy 

CORRELATIONS Commitme

nt towards 

job 

Job 

makes 

me 

happy 

Commitme

nt towards 

job 

Pearson 

correlatio

n 

1 .584** 

Sig (2 

tailed) 

 

.000 

N 
230 230 

Job makes 

me happy 

Pearson 

correlatio

n 

.584** 1 

Sig (2 

tailed) .000 

 

N 
230 

230 

 

The Karl Pearson Correlation revels that 

there is correlation between commitments towards 

job is satisfactory and the job I perform makes me 

happy at 0.01 level of significance. The correlation 

shows that there is a positive relationship between 

these two items relationship between commitments 

towards job is satisfactory and the job I perform 

makes me happy. 

 

 

Findings on demographic factors 

 50 % of respondents were from both Grand by GRT 

hotels and Radisson Blu by GRT hotels from 230 

respondents. 

 83.5% of respondents were male and 16.5% of 

respondents were female. 

 44.8% of respondents were 21- 30years of age, 24.3 

% of respondents were 31 - 40 years of age, 11.3% of 

respondents were 41- 50 years of age, 10.9% of 

respondents were below 20 years of age, 8.7 % of 

respondents were 51 & above years of age. 

 67% of respondents were living in nuclear family, 

33% of respondents were living in joint family. 

 21.7% of respondents were from service dept, 19.6% 

of respondents were from kitchen, 15.2% of 

respondents were from housekeeping, 10 % of 

respondents were from front office, hygiene and 

security, 5.7 % of respondents were from 

engineering, 3.9 % of respondents were from health 

club and 1.3% of respondents were from purchase, IT 

and HR departments respectively. Thus, it is clear 

that most of the respondents belong to service 

department.             

 45.2% of respondents were above 6 years of 

experience, 24.8% of respondents were 0-2 years of 

experience, 16.1% of respondents were 2-4 years, 

and 13.9% of respondents were 4-6 years of 

experience. 

 68.7% of respondents were receiving 10,001- 20,000 

income, 20.4 % of respondents receive below 10,000 

as income, 9.6 % of respondents receive 20,001-

30,000 income, 1.3 % respondents receive 30,001-

40,000 as monthly income. 

 

Findings related to individual factors  

 

 69.6 % of respondents agree that they possess the 

required skill to perform the job, 20.9% of 

respondents strongly agree that they possess the 

require skill to perform the job, 6.5 % of respondents 

disagree with this, 3 % of the respondents are neutral 

with this. 

 50.4% of respondents agree that they have the 

capacity to learn and acquire new knowledge, 36.1 % 

of respondents strongly agree with this, 7 % of 

respondents are neutral to this, and 6.5 % of 

respondents disagree to this. 

 46.5% of respondents agree that they possess job 

knowledge that facilitates their performance, 30% of 

respondents strongly agree with this, 13.5% of 

respondents disagree with this, and 10% of 

respondents were neutral with this. 

 47 % of respondents agree that creativity and 

innovation is highly motivated, 36.1% of respondents 

strongly agree with this, 10.4 % of respondents 

disagree to this and 6.5 % of respondents were 

neutral to this. 

 49.6% of respondents agree that their attitude 

towards their job is always positive, 30.4% of 

respondents strongly agree with this, 13% of 

respondents were neutral to this, 7 % of respondents 

disagree with this. 

 57% of respondents agree that their commitment 

towards their job is satisfactory, 27% of respondents 

strongly agree with this, 9.6 % of respondents were 

neutral to this, and 6.5% of respondents disagree with 

this. 

 53% of respondents agree that their opportunities for 

career development are adequate, 30.4% of 

respondents strongly agree with this, 13.5 % of 
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respondents disagree with this, and 3.5% of 

respondents were neutral to this. 

 45.7% of respondents agree that they were motivated 

continuously for efficient and effective job 

performance, 27% of respondents strongly agree with 

this, 20.4 % of respondents were neutral to this, and 

7% of respondents strongly disagree to this. 

 47% of respondents agree that they have a balance 

between work & family life, 17% of respondents 

strongly agree with this, 16.5 % of respondents were 

neutral to this, and16.1% of respondents strongly 

disagree to this, and 3.5% of respondents strongly 

disagree to this. 

 

Findings Related to Job Related Factors 

 

 56.5 % of respondents agree that selection of 

employees is based on performance, 30.9% of 

respondents strongly agree with this, 9.6 % of 

respondents   disagree with this, 3 % of respondents 

were neutral to this. 

 76.1 % of respondents agree that employees are 

provided with adequate and continuous education, 

training and development, 17.4 % of respondents 

strongly agree with this, 3.5 % of respondents   were 

neutral to this, and 3 % of respondents disagree with 

this. 

 40 % of respondents agree that employees are 

satisfied with the current pay policy, 20% of 

respondents disagree with this, 19.6 % of respondents 

strongly disagree to this, and 13.9 % of respondents 

were neutral to this, 6.5 % of respondents strongly 

agree with this. 

 45.7 % of respondents agree that employees are 

satisfied with the benefits provided, 33.5% of 

respondents strongly agree with this, 10.4 % of 

respondents disagree to this, 7 % of respondents 

strongly disagree to this, 3.5 % of respondents were 

neutral to this. 

 53 % of respondents agree that performance appraisal 

is conducted fairly, 24.3% of respondents strongly 

agree with this, 19.1 % of respondents were neutral to 

this, and 3.5 % of respondents disagree with this. 

 40.9 % of respondents strongly agree that 

performance is based on merit, 36.5% of respondents 

agree with this, 12.6 % of respondents were neutral to 

this, 6.5 % of respondents disagree with this and 3.5 

% of respondents strongly disagree with this. 

 47 % of respondents agree that good performers are 

recognized and rewarded, 37% of respondents 

strongly agree with this, 10 % of respondents 

disagree with this, and 6.1 % of respondents were 

neutral to this. 

 46.5 % of respondents agree that their relationship 

with their superior is satisfactory, 40.4 % of 

respondents strongly agree with this, 9.6 % of 

respondents disagree with this, and 3.5 % of 

respondents strongly agree to this. 

 66.1 % of respondents strongly agree that their 

relationship with their peers & subordinates is 

satisfactory, 27.4 % of respondents agree with this, 

and 6.5 % of respondents disagree with this. 

 

Findings related to Organizational Factors  

 

 48.7% of respondents agree that organizational vision 

is clearly stated, 24.3% of respondents strongly agree 

with this, 16.6% of respondents disagree to this, and 

10.4 % of respondents were neutral to this. 

 58.6% of respondents agree that the mission / 

purpose of business influences their performance, 

30.4% of respondents strongly agree with this, 7% of 

respondents were neutral to this, and 4 % of 

respondents disagree to this. 

 43.9% of respondents agree that the organizational 

objective matches with the individual objectives, 

26.1% of respondents disagree with this, 16.1% of 

respondents were neutral to this, and 26.1 % of 

respondents disagree to this. 

 66.1 % of respondents agree that organizational 

culture positively influences the performance, 33.9% 

of respondents strongly agree with this. 

 56.1 % of respondents agree that the organizational 

policies and procedures are made clear, 33.9% of 

respondents strongly agree with this, 6.5% of 

respondents disagree to this, and 3.5 % of 

respondents were neutral to this. 

 53.5 % of respondents agree that the organizational 

structure facilitates co-ordination of work, 30.4 % of 

respondents strongly agree with this, 13% of 

respondents were neutral to this, and 3% of 

respondents disagree to this. 

 48.3 % of respondents agree that the work 

environment is good, 45.2 % of respondents strongly 

agree with this, 3.5% of respondents disagree to this, 

and 3% of respondents were neutral to this. 

 47 % of respondents strongly agree that the 

communication flow facilitates easy and quick job 

performance, 36.1 % of respondents agree with this 

and 17% of respondents disagree to this. 
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Findings related to ranking factors that influence 

employee job performance by weighted average 

method 

 

 the major factors that influence employee job 

performance are as follows:  job satisfaction is 

ranked 1, motivation ranked 2, monetary & non-

monetary 3, working hours & leave policy ranked 4, 

work environment ranked 5, rewards & recognition 

ranked 6, training & development ranked 7, and 

interpersonal relationship. 

 

Statistical findings 

 

 There is significant association between experience 

and team support. 

 There is significant association between type of 

family and capacity to learn and acquire new 

knowledge is satisfactory among the respondents 

 There is a positive relationship between the two items 

relationship between commitments towards job is 

satisfactory and the job I perform makes me happy. 

 There is significant association between Age and 

Balance between work & family life.  

 

DISCUSSIONS  

The study reveals that the employee’s posses’ 

adequate skills and knowledge. The employees show 

interest to acquire new knowledge. They perform 

their task with happiness and enthusiasm. They show 

a lot of interest in training programs. They feel that 

they work in a friendly and supportive work 

environment. The employees are competent and the 

management encourages their performance by 

motivating and rewarding them with bravo cards and 

best performers are awarded with employee of the 

month. Staff day is conducted every year for 

employees to showcase their talents. The employees 

are not very happy with the compensation packages. 

Employees feel that performance appraisal could be 

conducted every year. They have job stress due to 

long working hours and shift timings which leads to 

work life imbalance. Employees’ opinion that the 

communication flow and leadership style should be 

enhanced. 

 

RECOMMENDATIONS 

In the practice of human resource 

management, performance of employees are 

prioritized in the exploration within the idea of 

healthy work environment, adequate job knowledge, 

positive attitude, balance between work & family life, 

appropriate compensation practices, adequate 

resource & tools and friendly organizational 

leadership, and mutual trust. Employees spend most 

of their valuable part of their time in the workplace. 

The practices in the workplace can affect their 

behavior, attitudes and ultimately their performance. 

Hence, organizations must create a jubilant work 

place where employees love spending their time in 

the workplace. This practice can increase the     

employee retention and loyalty to the organization 

and reduce their absenteeism and turnover. 

Evidences entail that healthy work 

environment makes employees satisfied and 

motivated and this in turn enhances their quality of 

job performance. On the other hand, heavy workload, 

stress, imbalance between work & family life 

significantly decreases employees’ job performance. 

Good Compensation package with a friendly 

leadership motivates employees towards the 

achievement of individual as well as organizational 

goals and subsequently     improves their job 

performance. Hence the management should focus on 

appropriate & efficient ways to improve the 

productivity and the organizational performance as a 

whole. 

 

CONCLUSION   

 

The organization has acquired competent 

employees and the management is facilitating he 

employees by motivation, growth and development 

of its employees. The management is very active in 

building talents of its employees and it recognizes 

performance by award and appreciates them, 

maintaining a cordial and happy work environment. 

It is also evident that there is clarity of work and 

facilitating work by all means. The Successful 

Organization follows all ethical practices & standards 

as one of the foremost and outstanding Service 

Industry in the Country.   
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