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1. Introduction

“Our  greatest  asset  is  people.  Most  managers  know  perfectly  well  that  of  all  the  
resources, people are the least utilized. The manager must treat the people with whom  
he works as a resource to himself. He has to look to them for guidance regarding his  
own job”- Peter F Drucker

Human Resources strategy now plays a key role in the overall strategy development of 
organizations.  The new generation organizations such as IT and ITES that are people 
intensive in nature, are driving the top management to look at people as a critical strategic 
resource that  is  instrumental  in  the  performance of  organizations.  One of  the studies 
acknowledge that people provide organizations with critical competitive edge (Prahlad, 
1983; Pfeffer, 1994). Employees’ skills and capabilities are crucial for organizations to 
survive  and succeed in  highly competitive  environment.  As the people factor  is  very 
important  for  organizations  to  ensure  the  success  and  growth,  keeping  this  critical 
resource motivated is vital in achieving the end goal. One of the critical result areas for 
the HR professionals and line managers today is the maintenance of the motivation level 
of the employees who are the reason for better productivity, bigger commitment and less 
absenteeism.  During budgeting, organizations consider this and today most organizations 
have substantial budget allocation for various staff motivation programs.

2. Need for the study

Indian  employment  scenario  is  changing  drastically  because  of  the  recent  growth 
happening  in  the  Indian  industries.  It’s  a  fact  that  India  is  a  powerful  IT  services 
destination and is an emerging economy inspired by techno savvy manpower (Bhatnagar, 
2006).  People factor is very crucial for IT industry which has 30% annual growth and 
other people intensive industries such as Consulting, Finance and Telecom. While many 
things  are  favorable  for  this  industry  to  grow  and  thrive,  there  are  people  related 
challenges and the most significant of them is attrition. According to a study, one of the 
critical micro level problems this industry is going to face is very high level of employee 
turnover (Kuruvila, 2008). Various motivational reasons go behind attrition.  This is a 
people intensive industry and the major investment is in manpower. Margins from the 
business depend hugely on the productivity  which is people dependent.  When people 
leave the organization, the recruiting and training cost go up. By effectively managing 
attrition rate, these costs can be controlled which in turn could make the organization 
more competitive.
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There  are  however,  not  many  research  studies  available  in  India  which  assess  the 
relationship between various demographic factors and motivation. Most of the available 
studies have been conducted in firms that are in the geographical areas of the Americas or 
Europe.

Opening up of economic policies in early 90s paved way for the sudden rise in industrial 
activities  in  India.  Multinationals  opened  shops  in  India  while  some  of  the  Indian 
organizations opened their shops abroad. Very importantly, India also has witnessed the 
growth of software industry which has re-written Indian’s position in the global business 
map.  Also  these  industries  have  created  huge requirements  for  people.  To  meet  this 
requirement and to ensure seamless delivery, ‘outsourcing’ and other industries are on 
constant efforts to tap resources from various sources that belong to various demographic 
groups.  This  include  people  such house  wives,  retired  hands,  defense returned,  NRIs 
returned etc. who are “invisible” otherwise. To motivate these resources, organizations 
give them flexibility in terms of work and work timing. 

This study has been initiated to check the impact of demographic factors such as age, 
gender, marital status, level in the organization, work tenure, geographical differences (of 
the  states  of  Kerala  and Karnataka)  and the  like  on  employee  motivation.  This  also 
explores whether the above is different for the IT and non-IT organizations. This research 
also intends to find out whether there is  any ‘extrinsic’ or ‘intrinsic’ bend of motivation 
with respect to any particular demographic group.

Many times, there are contradictory findings in the studies conducted on motivational 
factors and the impact demographic factors such as education, gender and age have on 
work  motivation  (Eskildsen,  Kristensen,  and  Westlund  2002).  This  clearly  demands 
further research in this area.  Further, this study is very timely,  as there are not many 
studies done on demographic factors and its influence on employee motivation in India. 
Also there are hardly any studies done in IT industry on this topic.

3. Statement of the problem and Objectives of the study

IT industry has grown from the $ 50 million export revenue of late 80s to more than $ 
200 million by 1993. During mid and late 90s, which was the real boom years for IT 
industry, it has had an amazing 50-60% growth. Now this has stabilized to around 30% 
annual growth. Similarly, the total people employed in the IT industry (that includes IT 
services export, BPO export and Domestic market) has grown from 1,058,000  in 2005 to 
2,236,614 in 2009.Assuming that the IT industry will continue to grow at least at 30% per 
annum, there is  a growing demand for people to be recruited in this  industry.  In the 
changing Indian scenario where the growth in IT industry is gaining India a significant 
position  in  the  world  business  map  and  that  the  non-IT  industries  including  new 
generation industries are thriving, learning more on the motivational factors and on the 
influence demographic factors have on employee motivation, specifically for IT and non-
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IT  industries  will  help  the  organizations  address  the  motivational  issues  of  different 
demography differently. 

The objectives are summarized as:

1. This study is intended to find about how demographic factors such as age, gender, 
income, experience etc. are related to motivation

2. This study helps to find what motivates each demographic segment with respect 
to the industry- whether it is ‘intrinsic’ type of motivation or ‘extrinsic’ type of 
motivation

4. Evidences from Literatures and Hypotheses

‘Motivation’, which is one of the most extensively studied topics, has several definitions. 
Motivation as per one of the available definitions is the internal and external factors that 
stimulate desire and energy in people, to be continually interested in and committed to a 
job,  role, or  subject, and to exert persistent effort in attaining a  goal. Motivation is the 
energizer of  behavior and the force behind all actions. It  results from the interactions 
among conscious and unconscious factors such as the (1) intensity of desire or need, (2) 
incentive or reward value of the goal, and (3) expectations of the individual and of his or 
her significant others (www.businessdictionary.com, accessed on 20/07/2010)

Of the many theories of employee motivation evolved over a period of time, one of the 
most explainable is, ‘Maslow’s hierarchy of needs’ which is also one of the most popular 
one. According to Maslow, within each person, there lies a hierarchy of five needs which 
he has termed as Physiological, Safety, Social, Ego and Self- Actualization needs. Many 
motivational theories can be explained with respect to age and experience. One of the 
well known stage –model theory that can be explained is based on Maslow’s theory of 
need hierarchy.  According to  Maslow the  higher-order  needs  for  affiliation  and self-
actualization tend to occur in later adulthood, following accomplishment of lower-order 
needs during early adulthood (Kanfer, Ackerman; 2004).

Based on the  above finding,  it  could  be  explained  that,  when an  employee  joins  an 
organization,  the primary focus could be on the monetary benefits.  He also might be 
looking at satisfying his belongingness need through being a good team member or by 
making  friendship  within  the  organization.  Eventually  his  focus  could  be  on  getting 
promotions  and  larger  responsibilities.  He  would  also  look  forward  to  get  people 
reporting to him which could give him a sense of achievement, power and status. This 
can be explained as the need to satisfy his esteem need. After several years, the employee 
could  be  looking  at  jobs  or  roles  that  would  help  realize  his  inner  need  of  self-
actualization. This could be one of the possible reasons of why many start even their own 
ventures after certain years of experience in their jobs.
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Work attitude of employees is likely to change with respect to demographic factors such 
as age, gender, work tenure and education levels. As people age and gain experience, 
factors that motivate them also change. As the historical and social experience changes, 
their work attitude may also change. Owing to different physical and emotional needs and 
desire, less developed self concept and less developed professional attachments, younger 
workers might  have a  different  work attitude  than the older  workers (Jurkiewicz and 
Brown 1998).

Organizations constantly face challenge to deal with different age groups of employees. 
Knowing  more  about  their  motivational  needs  will  help  to  deal  with  them  more 
effectively.  One of the recent works on ‘career stages’ (Dalton and Thompson, 1986; 
Greller and Simpson, 1999) and ‘barriers to employee development among midlife and 
older  workers’  (London,  1998;  Simpson,  Greller,  and  Stroh,  2002;  Sterns  and 
Doverspike,  1988)  point  to  the  fact  that  it’s  the  age-related  changes  in  motivational 
variables, which plays the critical role in successful work outcome much more than the 
real chronological age or cognitive abilities. 

There are certain factors that decline with age and some other which grows with age. 
Traits such as extroversion, neuroticism and openness to experience seem to decline with 
age. Based on these findings, older adults could be less active, less anxious and less open 
to new experiences comparing to the younger adults. However, it  was found in some 
cross functional studies that conscientiousness and agreeableness increases with aging 
(Warr, Miles, and Platts 2001). This kind of changes that happens with age will have an 
impact on their motivational drive. So based on these findings, it could be assumed that 
older adults  are more conscientious  but less sociable,  out going, change oriented and 
career motivated than younger adults.

This could be true for the IT and non-IT employees in India too. However, since IT and 
non-IT industries have some differences in the culture and people practices, there could 
be  some differences  among  the  work  motivation  of  the  employees  within  these  two 
industries. This study intends to examine this.

Hypothesis 1:  The demographic factor of ‘age’  affects work motivation, which would  
not be the same for IT and non-IT industries. 

In many geographical areas, the gender composition in terms of women’s participation in 
job is not in proportion with the education qualification in general. In a study conducted 
by McKinsey (Women Matter, McKinsey) in Europe, women graduates constitute 55% 
in the total graduate figure. However, when it comes to actual employment, the rate is 
21%  lower  than  their  male  counterparts.  Also  according  to  this  study,  the  top 
management representation of women is very meager all over the world and in Europe - 
only 11%.

For the women world over the ride is not smooth when it comes to career and career 
progression.  The  New  York  Times  published  article  of  2003  titled  ‘The  opt-out 
revolution’ shares some stark facts. The centre theme of this article was that a handful of 
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educated  and  talented  women  were  walking  out  of  their  jobs  because  of  the  poor 
acceptability of women in their organizations and they think that their lives are much 
more  meaningful  without  being  in  such  jobs. 
(http://www.nasscom.in/upload/68117/NASSCOM-Mercer-Gender-Inclusivity-
Report.pdf, accessed on 15/01/2011 )

The effect of changes in the Indian industrial canvas and the growing need for manpower 
are bringing more and more women to the main stream career in India. India has more 
working women in number than any other countries in the world have. Of the 400 million 
or  so  total  work  force,  the  women’s  share  in  it  is  around  30-35%. 
(http://www.nasscom.in/upload/68117/NASSCOM-Mercer-Gender-Inclusivity-Report. 
pdf, accessed on 15/01/2011).

The number of women who used to enter into the Engineering colleges and into the IT 
industry during the initial years was much lesser than the current number. In the year 
2005, IT industry employed approximately 40.4% women. This shows a favorable gender 
ratio in the bottom rung of the career pyramid of the IT industry. The Indian IT industry 
had  been  gender  neutral  from  the  beginning.  In  this  industry,  across  designations, 
different job profiles and skill sets, women contribute relatively well. Many organizations 
in this industry work for gender inclusiveness consciously and the trend is continuing 
(NASSCOM-Mercer, 2009). But the question is whether there is real understanding of 
the motivational factors as for the women are concerned and whether this knowledge is 
used to tackle women specific motivational issues or is it that we blanket the motivational 
efforts without looking at gender specific facts. For the non-IT industry, especially the 
traditional industries such as that of manufacturing, the gender inclusiveness efforts or 
looking at the motivational issues of gender specifically could be even lesser.

One  of  the  reasons  for  poor  representation  of  women  in  organizations,  especially  in 
leadership roles as identified by McKinsey (Women Matter, McKinsey) in their studies is 
that  of  the  ‘double-burden  syndrome’  that  women  undergo.  This  is  about  the  mixed 
official and domestic responsibilities women handle. She takes the central family role in 
terms of organizing family life, child care, elderly care etc.  On an average in Europe 
women spend at  least  twice  as  much the  time  than men spend on domestic  matters. 
Because of these reasons it might not be possible for women be available  ‘any time-
anywhere’ for managing job. They will have larger issues when it comes to mobility to 
different geographical regions which could be one of the requirements to be in leadership 
positions. (Women Matter, McKinsey). In a country like India where the domestic roles 
are  traditionally  the  women’s  responsibility,  managing  the  work  and  home  certainly 
would  be  a  challenge.  This  research  has  intention  to  study  how  gender  influence 
employee motivation.

As women assume more domestic responsibilities, there could be priority changes for her 
after marriage and it’s only logical to assume that the motivational factors of married 
women could be different from the unmarried ones. There aren’t however many studies 
done  in  this  area.  This  research  tries  to  explore  the  impact  marriage  has  on  work 
motivation.
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The fact is that, there are many evidences favoring the need for women to be on job. It 
was  observed  that,  organizations  with  two  or  more  women  on  board  showed  better 
performance in equity than the industry average (NASSCOM-Mercer, 2009). According 
to a recent  Economic Time’s  (Economics Times, 8/03/2009) study, in India, companies 
headed by women grew by a compounded annual  growth rate  of  almost  35 per  cent 
compared with 21 per cent for the rest which is registered in BSE. (NASSCOM-Mercer, 
2009). Studies of this kind tell the tales which strongly indicate that having women in 
workplace  and  also  having  them  in  leadership  positions  are  beneficial  for  the 
organizations. Learning the gender perspective in motivation would help in dealing with 
gender specific work place motivation differently.

Hypothesis 2 : The demographic factor of ‘gender’ affects work motivation  which would  
not be the same for IT and non-IT industries.

Hypothesis 3:  The demographic factor of ‘marital status’ affects work motivation which  
would not be the same for IT and non-IT industries.

The  impact  of  education  in  motivation  of  employees  is  worth  exploring.  In  a  study 
conducted among a group of highly educated Croatian employees, the perception of non- 
material  rewards in their  workplace was high which has been assumed as one of the 
reasons for their high job satisfaction (Churchill, Ford, and Walker, 1979). This could be 
an indication that non- material rewards are more important for highly educated people. 
Also,  in  another  research  among  library  professionals,  a  correlation  seemed  to  exist 
among  perceived  motivation,  job  satisfaction  and  commitment.  However,  on  close 
perusal, there was no difference on perceived motivation among professionally qualified 
and non-professionally qualified library personnel (Tella, Ayeni, Popoola 2007 ). 

The findings of the above two studies conducted on professionally qualified and highly 
educated employees are contradicting and also there are only limited studies available on 
motivation and education in general and in India in particular. This research also probes 
on how education affects work motivation.

Hypothesis 4:   The demographic factor of ‘education’ affects work motivation which  
would not be the same for IT and non-IT industries. 

Hypothesis 5:  Factors that motivate  professionally  qualified employees are different  
from factors that motivate employees who are not professionally qualified.

Hypothesis 6:   Factors that motivate professionally qualified women are different from  
factors that motivate non-professionally qualified women.

Though there are studies done on demographic factors such as age, gender, work tenure 
and  education,  there  are  hardly  any  literatures  available  on  employee’s  level  in  the 
organization  and work  motivation.  This  research  explores  this.  The  research  aims  at 
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checking the impact of level of the individual in the organization and its influence on 
work motivation.
Hypothesis  7:  The  demographic  factor  of  ‘level’  in  the  organization  affects  work  
motivation which would not be the same for IT and non-IT industries.

Hypothesis 8: Factors that motivate supervisory employees are different from factors  
that motivate non-supervisory employees.

As one gains experience in the job, his expectations with respect to efforts, performance 
and  type  of  incentives  preferred  change  (Churchill  et  al.,1979).  There  are  not  many 
studies in India probing the work experience on work motivation. This research aims at 
finding the relationship between work experience and employee motivation.

Hypothesis 9:  The demographic factor of ‘work tenure’ affects work motivation which  
would not be the same for IT and non-IT industries.

Similarly, there aren’t practically any literature evidence on the impact of annual family 
income has on work motivation. However, some insight into this aspect, especially in the 
context that in IT organizations, salaries are high which particularly is true for senior 
roles, will be useful. This research thus has designed two hypotheses around income and 
motivation.

Hypothesis 10:  The Demographic factor of ‘annual family income’ affects work 
motivation which would not be the same for IT and non-IT industries.

Hypothesis 11:  Factors that motivate employees of high family income are different  
from factors that motivate employees of low family income

There are literature evidences that the geographical regions have got impact on the work 
motivation. Though there are many common cultural traits across India, each state also 
holds its own unique culture. However, Kerala and Karnataka are adjacent states in the 
Southern  part  of  this  country  and  because  of  this  there  could  not  be  largely  much 
geographical region effect with respect to work motivation. This study examines whether 
the samples of the two geographical  regions of Kerala  and Karnataka brings out any 
significant differences in the work motivation of employees.

Hypothesis 12: The motivational factors that affect employees in Kerala and Karnataka  
are likely to be the same

As for India, the industrial scenario has undergone a sea change in the last decade and 
people intensive industries are growing like never before. Exploring the finer details of 
demographic  factors  and  its  impact  on  motivational  factors  can  provide  meaningful 
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insights which organization can use to address motivational  issues specific  to various 
demographics.

5. Research Design and Methodology

Based on the  problem identification  and  specification  done,  the  task  left  was  to  get 
answers to those research questions as unambiguously as possible. It’s important that way 
to obtain the relevant evidence to evaluate and accurately describe some phenomenon. A 
research design was worked out and the steps followed are specified here briefly.

• Secondary  data  on  demographic  factors  and its  influence  on  work  motivation 
were  collected  from  various  published  and  unpublished  reports,  journals, 
websites,  books, periodicals  and booklets.  Publications  from various organized 
bodies such as NASSCOM, FICCI and CII were also referred.

• The geographical area of the study was Kerala and Karnataka. During the time 
this topic was proposed for research, Bangalore in Karnataka and Trivandrum in 
Kerala were growing big time as IT industry hubs. This promising growth was 
instrumental in deciding upon these states as the geographical areas for the study. 
In the last few years Kochi in Kerala also has grown into an IT hub because of the 
development of “Infopark” which is one of the Government supported IT parks in 
Kerala.

• Of the various available methods, questionnaire method was chosen here for data 
collection. To get a significant sample for this study, it was decided, in the design 
stage itself to collect relatively large number of responses from the people who 
are employed in both IT or non-IT organizations. Questionnaire method is most 
suitable when it comes to large number of data collection.

• Before the actual study, a pilot  test was conducted in 2008. This was done to 
check whether the instrument had content validity and if there’s any problem for 
the  employees  in  responding  to  the  questionnaire.  Pre-test  has  also  helped  to 
understand broadly the response time and also the percentage of filled in data 
received.

• From the state of Kerala and Karnataka a few IT and non-IT organizations were 
identified for the data collection. The type of industries covered here are IT, ITES, 
Manufacturing, Consulting and Banking and Finance. Survey was done in nine 
organizations of Kerala and Karnataka. Care was taken to include organizations of 
different  sizes.  The  size  was  decided  based  on  the  number  of  people  in  the 
organization and annual sales turn over. There were seven hundred and twenty 
total respondents participated in survey in which 581 are from IT organizations 
and 139 are from non-IT organizations.

• One of  the  tools  used  for  data  analysis  is  “descriptive  statistics”.  Descriptive 
statistics allows researcher to present the data acquired in a structured, accurate 
and summarized manner (Huysamen, 1990). Descriptive statistics was used in this 

9



research to analyze the demographic data in terms of frequencies, percentages, 
means and standard deviations

• Factor Analysis is another tool used in this study. Factor analysis is generally used 
to check the interrelationship among a large number of variables. Factor analysis 
also helps condense the data. Here the initial 53 variables were put under factor 
analysis and 10 new factors were obtained. Further Cronbach’s alpha was used to 
test the reliability of the scores came out as a result of factor analysis.

• Inferential  Statistics  such as  t -Test  and one-way ANOVA was used  for  data 
analysis. t -Test has been used to compare means of two different groups to know 
whether  the  groups  are  statistically  different.  One-way  ANOVA  was  used 
wherever  the classification  of  demographic  variables  were more than just  two 
groups.

6. Sample of the Study

Multi stage sampling method was adopted in this research. IT and non-IT organizations 
of Kerala  and Karnataka constitute  the population of this  study. Eighty organizations 
were contacted for this study but positive responses after several rounds of follow ups 
were seen only from 12 organizations. The primary data collection was done from nine 
organizations.  Five  of  them  are  IT  organizations  (four  from  Kerala  and  one  from 
Karnataka) and four are non-IT organizations (two from Kerala and two from Karnataka). 
The number of employees who participated in this research from IT industry is 581 and 
from non-IT industry is 139. That makes a total participation of 720 employees.

7. Organization of the Thesis

The entire thesis has been divided into nine chapters. The first chapter is about general 
introduction. The chapter also covers briefly on the industrial scenario and the people 
factor in India with specific stress on IT industry. The chapter sets the research context 
and the need for the study The second chapter  is  mostly the literature  excerpts  from 
various secondary sources. The chapter in detail discusses various studies done on the 
demographic  factors  and  work  motivation.  It  also  touches  on  the  work  motivational 
studies done in India. This Chapter covers the statement of the problem and objectives of 
the study which is followed by the specific listing of the hypothesis. The third chapter 
contains the methodology which portrays the details and order of the study conducted. 
The chapter talks about various statistical tools used as well. Fourth, fifth, sixth, seventh 
and  eighth  chapters  are  about  the  presentation  and  analysis  of  the  data.  The  data  is 
presented  and  analyzed  in  these  chapters.  The  last  chapter  deals  with  summary  and 
discussions of findings

8. Findings

Findings based on various analyses are shown below:
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8.1   Factor Analysis

Factor Analysis was done by entering all the 53 variables in SPSS. ‘Principal component 
analysis’ with ‘varimax rotation’ was fixed. As the result of factor analysis, the variables 
here have been grouped into 10 factors.  A Cronbach’s alpha test was also done to check 
the reliability of the factors grouped together. The finding is detailed in the table below.

Table 1 :  Principal factors and loading details

No Factor 1(Fair System) - Variable description Factor 

Loading

Cronbach’s 

alpha
1 I work because of the transparent appraisal system in my 

organization, which helps me identify my strengths and 

weaknesses and thereby improve myself

.700 0.893

2 I work because my organization fosters a non-partial environment .683
3 I work because I can openly express my thinking and ideas in the 

organization
.641

4 I work because my organization walks the talk on work ethics .636
5 I work because good performance will finally lead me to a top 

position in the organization
.635

6 I work because I like the open work culture prevalent in my 
organization

.622

7 I work because a job well done earns me appreciation and 
recognition within and outside the organization

.529

8 I work because the top management team in my organization is 
strong

.472

9 I work because I get regular communications from the top 
management, which keeps me fully informed of the happenings in 
the organization

.468

10 I work because I get immense support from other departments, 
which helps me do my job effectively and efficiently

.441

11 I work because my boss is very supportive and understanding .433
12 I work because my organization has a politics-free environment .414
13 I work because I get regular and constructive feedback about my 

performance
.320

No Factor 2(Enjoyable Work) - Variable description Factor 
Loading

Cronbach’s 

alpha

1 I work because I enjoy my work .782 0.907
2 I work because it helps me to develop and utilize my skills, 

knowledge, capabilities and potentials
.779

3 I work because my job is intellectually challenging .701
4 I work because my work gives me opportunities for being 

creative and innovative
.684

5 I work because the technologies I work with are of great interest 
to me.

.666

6 I work because I like the tasks associated with my role .658
7 I work because there is enough variety in the tasks I perform and .569
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so I do not get bored
8 I work because my job gives me opportunities for making 

independent decisions and taking responsibility for them
.560

9 I work because I have clarity on my goals and am clear about 
what I'm supposed to achieve

.528

No Factor 3(Growth) - Variable description Factor 

Loading

Cronbach’s 

alpha
1 I work because I want to do something new and path breaking .689 0.848
2 I work because I consider that my work is the best medium to 

express myself and realize the purpose of my existence

.687

3 I work because my position in organization enables me to 

exercise considerable influence on people both within and outside 

the organization

.676

4 I work because my work directly contributes to the profits of the 

organization, which gives me a sense of achievement

.672

5 I work because I hold a responsible position, which is well 

respected

.624

6 I work because I want to be famous and I believe that I can 

achieve it through my work

.588

7 I work because my organization has a great vision .470
No Factor 4(Work Life Balance) - Variable description Factor 

Loading
Cronbach’s 

alpha
1 I work because I have the convenience of flexi-time working .815 0.714
2 I work because my organization helps me to maintain work-life 

balance
.696

3 I work because the location of my work is very convenient .587
4 I work because my organization has the policy of allowing 

employees to work from home
.535

5 I work because I feel that my job is very secured .375
No Factor 5(Money Motive) - Variable description Factor 

Loading
Cronbach’s 

alpha
1 I work because it gives me financial independence .777 0.737
2 I work because I enjoy the benefits and perks associated with it .720
3 I work because it helps me fulfill my family obligations .596
4 I work because I get monetary compensation which provides me 

present and future financial security
.546

5 I work because my current position helps me attain better status 
in the society

.486

No Factor 6( Duty Need)  - Variable description Factor 
Loading

Cronbach’s 

alpha
1 I work because I believe that it's my duty to do so .650 0.719
2 I work because I feel that my work is important and that by doing 

it well I contribute to the well being of the society at large
.516

3 I work because I want to be the role-model for others .455
4 I work because I am loyal to the organization and feel obliged to .370
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work in their interest
No Factor 7(Affiliation)  - Variable description Factor 

Loading
Cronbach’s 

alpha
1 I work because it's a pleasure interacting with others at work, 

which gives me a feeling of belongingness
.666 0.655

2 I work because I have very supportive and understanding 
colleagues

.481

3 I work because my job allows me to interact with other people, 
which I enjoy very much

.475

No Factor 8(Fair Management) – Variable description Factor 
Loading

Cronbach’s 

alpha
1 I work because I get guidance and knowledge inputs from my 

superiors whenever I need it
.901 0.890

2 I work because my organization has transparent and unbiased 
management

.883

No Factor 9(Hygiene) -Variable description Factor 
Loading

Cronbach’s 

alpha
1 I work because my organization provides transport facilities, 

which saves me time and offers me a lot of convenience
.664 0.583

2 I work because my organization has good infrastructure, which 
makes life comfortable

.429

No Factor 10(Engagement) - Variable description Factor 
Loading

Cronbach’s 

alpha
1 I work because it keeps me busy and engaged .639 *

* No Cronbach’s alpha was done as there was only one variable under this

When factor analysis was done values above ‘0.400’ were taken generally. However, in 
three  cases  values  below  ‘0.400’  was  considered  as  it  was  possible  to  explain  the 
association of the variables.

8.2  Grouping of the factors as Extrinsic and Intrinsic Factors

The ten motivational factors that formed as the result of factor analysis were classified as 
‘extrinsic’  and  ‘intrinsic’  motivational  factors  based  on  the  nature  of  these  factors. 
Intrinsic  motivation  is  defined as the doing of an activity  for its  inherent  satisfaction 
rather than for some separable consequence.  When intrinsically motivated a person is 
moved to act for the fun or challenge entailed rather than because of external  prods, 
pressures, or rewards. Extrinsic motivation can be explained in such a way that, whenever 
an activity is done there is an intention of attaining some separable outcome. 

Table 2 : Classification of factors as extrinsic and intrinsic

Sl No Factor Motivation Type
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1. Hygiene Extrinsic
2. Work Life Balance Extrinsic
3. Money Motive Extrinsic
4. Affiliation Extrinsic
5. Fair Management Extrinsic
6. Fair System Extrinsic
7. Growth Intrinsic
8. Engagement Intrinsic
9. Enjoyable Work Intrinsic
10. Duty Need Intrinsic

Out of the ten motivational factors, six of them are ‘extrinsic factors’ (hygiene, work life 
balance, money motive, affiliation, fair management and fair system) and four of them 
are ‘intrinsic’ factors (growth, engagement, enjoyable work and duty need).

8.3 Findings of Hypothesis testing

Hypothesis 1: The demographic factor of ‘age’ affects work motivation  which would not 
be the same for IT and non-IT industries.

Here one–way ANOVA test was done on the research sample (n=720) where the age has 
been grouped as ‘younger’(below 25 years), ‘middle’(25-35 years) and ‘older’(above 35 
years). Post Hoc finding has also been tabulated.

Table 3 : One-way ANOVA done on overall sample with ‘age’ as independent variable

Factors  Df Mean Square F Sig.

Growth Between Groups 2 6.040 6.039 .003
 Within Groups 717 1.000   
 Total 719    
Duty Need Between Groups 2 4.651 4.566 .011

 Within Groups 717 1.018   
 Total 719    
Fair System Between Groups 2 6.983 7.339 .001
 Within Groups 717 .952   
 Total 719    
Fair Management Between Groups 2 6.471 5.155 .006

 Within Groups 717 1.255   

 Total 719    

Table 4 :  Post Hoc findings of overall sample

No Groups Description Mean Factor Sig
1 Middle age 4.8237 Growth 0.002

Older age 5.2429
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2 Middle age 4.8037 Duty Need 0.007
Older age 5.1753

3 Middle age 4.5662 Fair System 0.001
Older age 5.0022

4 Middle age 4.6309 Fair Management 0.005
Older age 5.0584

Here, there are statistically significant difference for four motivational factors- growth, 
duty need, fair system and fair management. Post Hoc test reveals that the higher means 
for all these factors are for ‘older’ people. ‘Growth’ is a higher order need and it gets 
strengthen as one ages. To meet this requirement to ‘grow’, it is important to have ‘fair 
system’ which recognizes the right contributions of employees and ‘fair management’ 
that understands and supports the employees. So these three motivational factors can be 
seen connected to one another. Similarly ‘duty need’ may increases with age. So there is 
possibility for older people to be more inclined to this need.

One-way  ANOVA  was  conducted  for  the  IT  sample  but  there  were  no  statistically 
significant  difference  found  among  any  groups.  The  distribution  of  the  three 
categories(younger, middle and older) were examined and was found that the number of 
‘older’ age group employees in the IT sample was only 27(of the total respondents of 
581). This has skewed the overall result. Hence this category of employees was removed 
and a t- test was conducted between ‘younger’ and ‘middle’ group employees. The detail 
of the result has been tabulated below.

Table:5:   t- Test conducted on the IT sample with ‘age’  as independent variable

Factor Group Description N Mean Std. 

Deviation

t Value Sig.

Fair System Younger age 97 4.712 .93851 2.015 .044
Middle age 457 4.49 1.01041 2.114

Growth Younger age 97 4.9572 .76610 1.858 .023
Middle age 457 4.7464 1.05987 2.285

Engagement Younger age 97 5.1443 1.41414 2.117 .035
Middle age 457 4.8053 1.43703 2.139

Statistically  significant  differences  were  found  on  three  motivational  factors  –  fair 
system, growth and engagement in the IT sample. Here, the higher mean scores for all 
these factors are for the ‘younger’ group when compared with the ‘middle age’ group. 
Young  professionals  look  at  IT  industry  as  a  booming  industry  and  enter  into  this 
industry with an ambition to grow. IT industry is known for ‘quick growth’ and ‘lots of 
money’ for the performing people. People who enter in this industry might have a strong 
motivation for ‘growing’ in their career. ‘Fair system’ and ‘fair management’ could be 
seen important for attaining ‘growth’. 

Younger  people  who  have  more  energy  probably  like  to  do  more  and  like  to  keep 
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themselves busy. Probably this has influenced the higher mean of the motivational factor 
‘engagement’.

Table 6 : One-way ANOVA done on non-IT sample with ‘age’ as independent variable

Factors  Df Mean Square F Sig.

Growth Between Groups 2 2.824 4.009 .020
 Within Groups 136 .704   

Total 138    
Work Life 
Balance

Between Groups
2 3.828 3.952 .021

Within Groups 136 .969   
Total 138    

Table 7 :  Post Hoc result based on the non-IT sample

No Groups Description Mean Factor Sig
1 Younger age 4.7520 Growth 0.015

Older age 5.4514
2 Younger age 4.9600 Work Life Balance 0.023

Older age 4.1880

Statistically significant differences here are for two motivational factors – growth and 
work life balance. For the motivational factor ‘growth’, higher mean is for the ‘older’ 
group of employees and for ‘work life balance’  the higher mean is for the ‘younger’ 
group. The need to grow seems to be more for the ‘older’ group when compared to that of 
the ‘younger’ group. ‘Growth’ is more of a higher order need and the finding reconfirms 
this.

The higher mean for ‘work life balance’ is for the ‘younger’ group when compared to 
that of the ‘older’ group.

Hypothesis 2:  The demographic factor of ‘ gender’ affects work motivation which would  
not be the same for IT and non-IT industries.

A t -Test was carried out to find whether there is any statistically significant difference 
between the two gender groups of males and females.

Table 8 : t -Test on overall sample with ‘gender’ as independent variable

Factor Group Description N Mean Std. Deviation t Value Sig.
Work Life 

Balance

Female
235 4.8536 .93736

3.546 .000

Male 485 4.5786 1.05142
Money Motive Female 235 5.1770 .81816 2.195 .029

Male 485 5.0239 .98941
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Hygiene Female 235 4.7319 1.02033 6.129 .000
Male 485 4.1959 1.24929

Engagement Female 235 5.2723 1.22748 4.957 .000
Male 485 4.7546 1.47696

Statistically significant differences here are for the factors ‘work life balance’,  money 
motive’, ‘hygiene’ and ‘engagement’. Higher means for all these factors here are for the 
female employees. Women in general take larger domestic responsibilities such as overall 
home management,  child care and elderly care.  So ‘work life balance’ initiatives  and 
facilities such as transport (hygiene) will be important for them to manage both home and 
work. The mean score on ‘work life balance’ and ‘hygiene’ should be a reflection of this 
need.

Table 9 : t -Test on IT sample with ‘gender’ as independent variable

Factor Group Description N Mean Std. 

Deviation

t Value Sig.

Work Life Balance Female 170 4.9024 .96107 2.761 .006
Male 411 4.6467 1.03686

Money Motive Female 170 5.2694 .82999 2.659 .008
Male 411 5.0360 1.01225

Hygiene Female 170 4.6882 .93574 5.667 .000
Male 411 4.1557 1.22975

Engagement Female 170 5.2294 1.21639 4.300 .000
Male 411 4.7178 1.49736

For all  the  four  motivational  factors  that  are  having  significant  statistical  differences 
within the groups (work life balance, money motive, hygiene, and Engagement) in the IT 
sample, the higher mean score is for the female respondents. 

Table 10 :   t -Test on non- IT sample with ‘gender’ as independent variable

Factor Group Description N Mean Std. Deviation t Value Sig.
Work Life Balance Female 65 4.7262 .86644 3.180 .002

Male 74 4.2000 1.05830

The briefing done for the ‘work life balance’ score for the IT and over all finding is 
applicable here for the result of non-IT sample.

Hypothesis 3:   The demographic factor of ‘marital status’ affects work motivation which  
would not be the same for IT and non-IT industries.

When one-way ANOVA was conducted on the IT sample, there was skewed result as the 
marital group ‘divorced’ had just six respondents. So instead of one- way ANOVA, a t  
-Test  was  done  choosing  only  ‘married’  and  ‘unmarried’  categories.  A  t-Test  was 
conducted for non-IT sample as well.
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Table 11 :  t -Test on IT sample with ‘marital Status’ as independent variable

Factor Group Description N Mean Std. 

Deviation

t Value Sig.

Work Life 
Balance

Married 265 4.8189 1.05734 2.116 .035

Single 310 4.6381 .98925
Hygiene Married 265 4.2038 1.21152 -2.041 .042

Single 310 4.4048 1.14759
Fair system Married 265 4.4485 1.02364 -2.098 .036

Single 310 4.6225 .96384
Fair 
Management

Married 265 4.4792 1.12249 -2.343 .019

Single 310 4.6984 1.11412

There are four motivational factors that have shown statistically significant differences in 
this test- work life balance, hygiene, fair system and fair management. Married people 
showed  high  mean  score  for  ‘work  life  balance’.  With  added  and  more  domestic 
responsibilities, it can be understood that ‘work life balance’ is an important need for this 
group. For the rest of the three factors, it is the ‘single’ group which showed higher mean 
scores. 

The  t-test  done  for  the  non-IT  sample  and  overall  sample  did  not  bring  about  any 
statistically significant finding.

Hypothesis 4: The demographic factor of ‘education’ affects work motivation which 
would not be the same for IT and non-IT industries.

One-way ANOVA test was conducted for overall, IT and non-IT samples to check the 
relationship between education and motivational factors. 

Table 12:   One-way ANOVA done on overall sample with ‘education’ as independent variable

Factors  Df Mean Square F Sig.
Fair System Between Groups 7 3.873 4.122 .000

Within Groups 712 .940   
Total 719    

Enjoyable Work Between Groups 7 3.427 3.371 .002

Within Groups 712 1.016   

Total 719    

Growth Between Groups 7 3.092 3.112 .003

Within Groups 712 .994   

Total 719    
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Work Life 
Balalnce

Between Groups
7 2.247 2.171 .035

Within Groups 712 1.035   

Total 719    

Table 13: Post Hoc done on overall sample 

No Group Description Mean Factor Sig

1 Degree in Science or Arts 4.9609 Fair System 0.003
Engineering Degree 4.5312

2 Degree in Science or Arts 4.9609 0.014
Post Graduation in Engineering 4.1216

3 Degree in Science or Arts 4.9609 0.046
MCA/MSc computer science 4.5632

4 PG in Engineering 4.1216 0.043
MBA/LLB/LLM 4.9507

5 Degree in Science or Arts 5.2792 Enjoyable Work 0.004
Engineering Degree 4.8361

6 Degree in Science or Arts 5.1522 Growth 0.016
Engineering Degree 4.7585

7 Degree in Science or Arts 4.3789 Work Life Balance 0.027
Engineering Degree 4.7615

The test has revealed statistically significant differences for four motivational factors and 
they are ‘fair system’, ‘enjoyable work’, ‘growth’ and ‘work life balance’. The Post Hoc 
test,  explains that the higher mean for the motivational factor ‘fair  system’ is for the 
group ‘Degree in Science and Arts’ when compared with ‘Engineering Degree’, ‘Post 
Graduates in Engineering’ and ‘MCA/MSc (Computer Science)’ groups. Also the mean 
is high for MBA/LLB/LLM group when compared with ‘PG in Engineering’. Probably 
for the ‘Degree in Science and Arts’, which is not a highly/professionally qualified group, 
the need for ‘fair  management’  is  important  for getting recognition  and growth. This 
group has higher means for ‘growth’, ‘enjoyable work’ and ‘work life balance’ too. This 
group  might  have  slow  growth  as  this  is  not  the  critical  delivery  group  in  most 
organizations (especially in industries such as IT, Finance, Consulting etc) and this might 
be a concern for this group. To grow in an organization ‘fair management’ is important 
and hence the high mean score for this factor. The role that they do also might not be 
something that they enjoy which could be the reason for high mean score in ‘enjoyable 
work’.

The test  conducted  in  the  IT sample  did  not  bring  about  any statistically  significant 
information. However, on cross checking, it was found that the ‘diploma’ holders and 
‘people with any other qualification’ were very small  in number. Hence those groups 
were removed and it was re-tested. The result of the same has been shown below. Also 
the test finding of the non-IT sample is shown below.

Table 14:   One-way ANOVA done on  IT sample with ‘education’ as independent variable
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Factors  Df Mean Square F Sig.
Hygiene Between Groups 5 3.340 2.420 .035

Within Groups 564 1.380   
Total 569    

Table 15: Post Hoc done on  IT sample 

No Group Description Mean Factor Sig
1 PG in Engineering 3.44 Hyiegne 0.019

Engineering Degree 4.37

2 PG in Engineering 3.44 0.038

MCA/MSc computer Science 4.33

The  result  of  One-way  ANOVA  shows  statistically  significant  difference  for  the 
motivational  factor  ‘hygiene’.  Post  Hoc  reveals  that  the  mean  score  is  high  for 
‘Engineering Graduates’ and ‘ MCA/MSC Computer Science’ graduates when compared 
with ‘PG in Engineering Group’. Both the education groups which showed higher mean 
score are critical  resource groups in the IT industry as most of them have done their  
specialization in IT or they have entered into the industry soon after their Engineering 
qualification(most cases their specialization is in IT) or so. Those people enter in to IT 
industry with an intention to learn, stay and grow in the industry. For them facilities like 
‘transport’, ‘cafeteria’ etc. could be very important. Post Graduates in Engineering might 
not have a similar commitment as they might go later for higher studies or may even 
change the industry..

Table 16:   One-way ANOVA done on non-IT sample with ‘education’ as independent variable

Factors  Df Mean Square F Sig.
Work Life Balance Between Groups 7 2.324 2.472 .020

 Within Groups 131 .940   
 Total 138    

Table 17: Post Hoc done on non-IT sample 

No Group Description Mean Factor Sig

1 Degree in Science or Arts 4.2 Work Life Balalnce 0.013

PG in Engineering 6.7

2 PG in Engineering 6.7 0.024
Any Other 4.0

3 PG in Engineering 6.7 0.049
MBA/LLB/LLM 4.5
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In the test conducted on the non-IT sample, statistically significant difference was found 
for the factor ‘work life balance’. It is the ‘PG in Engineering’ group of employees that 
shows  high  mean  score  when  compared  with  ‘degree  in  Science  and  Arts’, 
‘MBA/LLB/LLM  and ‘any other’. This group shows a very high level of mean score that 
says  that  ‘work  life  balance’  is  an  important  motivational  factor  for  them.  Non-IT 
industries, especially traditional industries might not have a hectic work culture similar to 
that  of  IT  industry.  Post  Graduates  enjoy  good  positions  and  status  in  non-IT 
organizations and many of them might be motivated to enter into this industry assuming 
that they would be able to strike a good work life balance.

Hypothesis 5:   Factors that motivate professionally qualified employees are different  
from the factors that motivate employees who are not professionally qualified.

A t -Test was conducted to know whether professional qualification got an influence in 
the employee motivation.

Table 18:   t -Test with ‘professional qualification’ as independent variable

Factor Group Description N Mean Std. Deviation t Value Sig.
Growth Professionals 542 4.8067 .99251 -3.674 .000
 Non-professionals 178 5.1236 1.01610
Work Life Balance Professionals 542 4.7295 1.02370 2.814 .005
 Non-professionals 178 4.4820 1.00136
Duty Need Professionals 542 4.7938 1.01924 -2.555 .011

 Non-professionals 178 5.0169 .98240
Affiliation Professionals 542 5.0721 .95136 -2.479 .013
 Non-professionals 178 5.2697 .83016
Fair system Professionals 542 4.5538 .98461 -4.088 .000
 Non-professionals 178 4.8976 .93848
Enjoyable Work Professionals 542 4.9022 1.04542 -3.446 .001
 Non-professionals 178 5.2035 .90273
Fair Management Professionals 542 4.6310 1.13114 -2.794 .005
 Non-professionals 178 4.9017 1.09191

Looking at  the details  of the finding,  the ‘non-professionally qualified’  seem to have 
higher means for all the motivational factors except ‘work life balance’, comparing to 
that of professionally qualified. There seem to be an interconnection here. ‘Fair system’ 
and ‘fair  management’  is  instrumental  in  ensuring ‘growth’ of the right people in an 
organization. Many times professionally qualified grow faster, especially in organizations 
such  as  IT  where  a  large  number  of  employees  are  professionally  qualified.  Non-
professionals might be having a slower growth and probably there is a need gap which 
has come up in the result. Non-professionally qualified also might be looking for work 
that is more interesting which is explicit in the result of ‘enjoyable work’.
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Professionally  qualified,  on  the  other  hand  showed  high  mean  score  for  ‘work  life 
balance’ which would be an important motivational factor for them because, they are 
already  on  a  hectic  job  schedule  (which  is  especially  true  for  industries  such  as  IT 
industry).

Hypothesis 6:  Factors that motivate professionally qualified women are different from  
factors that motivate non-professionally qualified women

A t-Test was conducted to understand this and the finding of the same has been tabled 
below:

Table 19:  t -Test with ‘professional qualification’ of women as independent variable

Factor Group Description N Mean Std. Deviation t Value Sig.
Growth Professional Women 173 4.7092 .95142 -3.129 .002
 Non-professional 

women
62 5.1339 .81084

Money 
Motive

Professional Women 173 5.2486 .81780 2.258 .025

 Non-professional 
women

62 4.9774 .79185

Duty Need Professional Women 173 4.8121 .90064 -2.541 .012
 Non-professional 

women
62 5.1331 .70233

Affiliation Professional Women 173 5.0869 .83363 -2.185 .030
 Non-professional 

women
62 5.3440 .67473

Fair system Professional Women 173 4.6084 .87045 -3.646 .000
 Non-professional 

women
62 5.0511 .65823

Enjoyable 
Work

Professional Women 173 4.8820 .96735 -2.709 .007

 Non-professional 
women

62 5.2458 .71084

Fair 
Management

Professional Women 173 4.6647 1.00306 -2.050 .042

 Non-professional 
women

62 4.9597 .87917

Statistically significant difference is seen for the motivational factors ‘growth’, ‘money 
motive’, ‘duty need’, ‘affiliation’, ‘fair system’, ‘enjoyable work’ and ‘fair management’. 
When the results are perused closely, the means for all the motivational factors except 
‘money motive’ is higher for the non-professionally qualified women. 
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As explained for hypothesis 5, ‘fair system’ and ‘fair management’ is instrumental in 
ensuring ‘growth’ of the right people in an organization. Professionally qualified women 
grow faster than non-professional women in most cases, especially in organizations such 
as  IT  where  large  number  of  professionally  qualified  women  are  employed.  Non-
professional women might be having a slower growth and probably there is a need gap 
which has surfaced in the result.

Professionally  qualified  women might  have  a  larger  motivation  for  money.  The very 
reason why they might have taken a professional qualification itself could be for larger 
earning opportunities.

Hypothesis  7:  The  demographic  factor  of  ‘level’  in  the  organization  affects  work  
motivation which would not be the same for IT and non-IT industries

One-way ANOVA was conducted for overall, IT and non-IT samples and the results are 
tabulated below.

Table: 20 : One-way ANOVA on overall sample with ‘level in the organization’ as independent 
variable

Factors  Df Mean Square F Sig.
Fair System Between Groups 3 3.418 3.591 .013

 Within Groups 700 .952   

 Total 703    
Enjoyable Work Between Groups 3 3.927 3.797 .010
 Within Groups 700 1.034   
 Total 703    
Growth Between Groups 3 3.011 2.992 .030

Within Groups 700 1.006   
Total 703    

Affiliation Between Groups 3 3.708 4.361 .005
Within Groups 700 .850   
Total 703    

Fair Management Between Groups 3 4.566 3.665 .012
Within Groups 700 1.246   
Total 703    

Table: 21:  Post Hoc results of the overall sample

No Group Description Mean Factor Sig
1 Subject Matter Expert 4.5428 Fair System 0.030

Managerial 4.9310
2 Team Lead 4.5082 0.016

Managerial 4.9310
3 Team Member 4.9575 Enjoyable Work 0.017

Managerial 5.3579
4 Subject Matter Expert 4.9281 0.018
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Managerial 5.3579
5 Team member 4.8565 Growth 0.036

Managerial 5.2185
6 Subject Matter Expert 4.8306 0.037

Managerial 5.2185
7 Team Lead 4.8135 0.030

Managerial 5.2185
8 Team Member 5.1353 Affiliation 0.030

Managerial 5.4751
9 Subject Matter Expert 5.0084 0.003

Managerial 5.4751
10 Team Lead 5.0683 0.014

Subject Matter Expert 5.0084
11 Subject Matter Expert 4.5838 Fair Management 0.017

Managerial 5.0588
12 Team Lead 4.5662 0.014

Managerial 5.0588

In  all  the  twelve  pairs  of  comparisons  done  between  ‘managerial’  and  other  groups 
(Subject Matter Expert, Team Lead or Team Member), except in one case,  higher mean 
score was found for the ‘managerial’ groups. The comparisons were for the factors ‘fair 
system’,  ‘enjoyable  work’,  ‘growth’  and  ‘fair  management’.  ‘Fair  system’  and  ‘fair 
management’ are factors that are pre-requisites for an employee to grow. Also employees 
who move to managerial levels should have good interactive and communication skills. 
Most  of  them  who  grow  to  managerial  levels,  generally  enjoy  communication  and 
interaction and for this category ‘affiliation’ is probably a natural need.

Table: 22 : One-way ANOVA on IT sample with ‘level in the organization’ as independent 
variable

Factors  Df Mean Square F Sig.
Affiliation Between Groups 3 2.839 3.163 .024

 Within Groups 573 .897   

 Total 576    
Fair System Between Groups 3 3.357 3.453 .016
 Within Groups 573 .972   
 Total 576    
Fair Management Between Groups 3 3.735 3.023 .029
 Within Groups 573 1.236   
 Total 576    

Table 23 :  Post Hoc results of the IT sample

No Group Description Mean Factor Sig
1 SME 4.96 Affiliation 0.025

Managerial 5.45
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2 Team Lead 4.96 0.035
Managerial 5.45

3 Team Member 4.61 Fair System 0.05
Team Lead 4.33

4 Team Member 4.38 Fair Management 0.044
Team Lead 4.2

Test finding shows that there are statistically significant differences between groups for 
the factors ‘affiliation’, ‘fair system’ and ‘fair management”. Post Hoc analysis reveals 
that for ‘affiliation’, the higher mean score is for the ‘managerial’ category employees 
when  compared  with  ‘subject  matter  experts’  and  ‘team  lead’  categories.  For  an 
employee to grow to ‘managerial’ role, social skills and interacting skills are essential. 
They genuinely should be enjoying communication and socializing.

‘Team member’ category are the starters in the organization They might be expecting 
‘fair system’ and supporting management( fair management) for doing their job well and 
in getting essential recognitions. This need has resulted in the finding.

Table 24:  One-way ANOVA on non-IT sample with ‘level in the organization’ as independent 
variable

Factors  Df Mean Square F Sig.

Work Life 
Balance

Between Groups 5 4.465 5.073 .000

 Within Groups 133 .880   

 Total 138    
Hygiene Between Groups 5 3.801 2.376 .042

 Within Groups 133 1.600   

 Total 138    
Engagement Between Groups 5 4.505 2.749 .021

 Within Groups 133 1.639   
 Total 138    

Table 25 : Post Hoc finding of non-IT sample

No Group Description Mean Factor Sig

1 Team Member 4.63 Work Life balance 0.018
Managerial 3.88

2 Subject Matter Expert 5.13 0.019
Team Lead 4,32

3 Subject Matter Expert 5.13 0.000
Managerial 3.88

4 Subject Matter Expert 5.29 Hygiene 0.026
Managerial 4.19

5 Leadership 3.6 Engagement 0.025
Subject Matter Expert 5.59
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In the non-IT sample,  ‘team member’  category employees  as well  as  ‘subject  matter 
expert’  category showed higher mean for ‘work life balance’.  It’s  the ‘subject  matter 
experts’ category employees who showed higher mean for ‘hygiene’ and ‘engagement’. 
‘Subject matter experts’ normally are people who enjoy the work that they specialize in, 
than anything else. Generally the need for ‘engagement’ could be high for this category 
which has reflected in the finding.

Hypothesis  8:   Factors  that  motivate  supervisory  employees  are  different  from the  
factors that motivate non-supervisory employees.

The  t-Test conducted on supervisory and non-supervisory data which is later analyzed, 
did not bring out any statistically significant group information. 

Hypothesis 9 :  The demographic factor of ‘work tenure’ affect work motivation which  
would not be the same for IT and non-IT industries.

One-way ANOVA was done to check the impact of work tenure on work motivation. 
This was done separately for overall, IT and non-IT samples. 

Table 26:  One-way ANOVA on overall sample with ‘work tenure’ as independent variable

Factors  Df Mean Square F Sig.

Growth Between Groups 3 3.460 3.447 .016
 Within Groups 716 1.004   
 Total 719    
Fair System Between Groups 3 3.787 3.960 .008
 Within Groups 716 .956   
 Total 719    
Fair Management Between Groups 3 3.732 2.963 .031

Within Groups 716 1.260   

Total 719    

Table 27: Post Hoc done for the overall sample

No Group Description Mean Factor Sig

1 Less than 5 years 4.6689 Fair System 0.042

Above 15 years 5.2146

2 5- 10 years 4.7069 0.007

Above 15 years 5.2146

3 5- 10 years 4.7913 Growth 0.015

Above 15 years 5.4288
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4 5- 10 years 4.6101 Fair Management 0.023

Above 15 years 5.2917

The  test  has  brought  about  statistically  significant  difference  for  three  factors-  ‘fair 
system’, ‘growth’ and ‘fair management’. Post hoc reveals that for the motivational factor 
‘fair system’, higher mean score was shown by the group ‘above 15 years’ tenure when 
compared with  ‘less  than  5 years’  tenure  group and ‘5-  10 years’  tenure  group.  For 
‘growth’ and ‘fair management’ too the higher means was for the tenure group ‘above 15 
years’ when compared with ‘5- 10 years’ tenure group.

‘Growth’ is a higher order need which grows with age. ‘Above 15 years’ is older group 
and it is natural to have a greater need for growth. ‘Fair Management’ and ‘fair system’ 
facilitates ‘growth’.

Factors  Df Mean Square F Sig.
Fair System Between Groups 2 4.618 4.686 .010

 Within Groups 563 .986   

 Total 565    

Growth Between Groups 2 4.415 4.336 .014
 Within Groups 563 1.018   
 Total 565    

Fair Management Between Groups
2 4.339 3.484 .031

 Within Groups 563 1.246   

 Total 565    
Hygiene Between Groups

2 5.702 4.111 .017

Within Groups 563 1.387   

 Total 565    

Table 29: Post Hoc done for the IT sample

No Group Description Mean Factor Sig

1 Less than 5 years 4.6409 Fair System 0.007

5-10 years 4.3758
2 Less than 5 years 4.9046 Growth 0.011

5-10 years 4.6489
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3 Less than 5 years 4.6977 Fair Management 0.024

5-10 years 4.4410

4 Less than 5 years 4.4118 Hygiene 0.033

10-15 years 3.8548

The statistically significant finding here for the IT sample is for the motivational factors 
‘fair system’, ‘growth’, ‘fair management’ and ‘hygiene’. The Post Hoc analysis reveals 
that the higher mean for all the factors are for the ‘less than 5 years’ tenure group. Less 
than 5 years’ group, mostly are beginners who have high level of ambition for ‘growth’ in 
their career. ‘Fair system’ and ‘fair management’ are important for performing the job 
well and to get the necessary recognition and growth. This is especially true for the IT 
industry which is know for quick growth of performing employees.

Table 30: One-way ANOVA on non-IT sample with ‘Work Tenure’ as independent variable

Factors  Df Mean Square F Sig.
Growth Between Groups 3 2.837 4.120 .008
 Within Groups 135 .688   
 Total 138    
Work Life Balance Between Groups 3 4.927 5.338 .002
 Within Groups 135 .923   
 Total 138    
Fair System Between Groups 3 2.413 3.909 .010
 Within Groups 135 .617   
 Total 138    
Fair Management Between Groups 3 3.633 3.325 .022
 Within Groups 135 1.093   
 Total 138    

Table 31: Post Hoc done on non-IT sample

No Group Description Mean Factor Sig

1 Less than 5 years 4.96 Growth 0.031

5-10 years 5.44

2 Less than 5 years 4.96 0.013

Above 15 years 5.65

3 Less than 5 years 4.75 Work Life Balalnce 0.001

10- 15 years 3.82

4 5- 10 years 4.48 Work Life Balalne 0.025

10- 15 years 3.82
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5 Less than 5 years 4.84 Fair System 0.031

Above 15 years 5.43

6 Less than 5 years 4.81 Fair Management 0.036

Above 15 years 5.58

Significant statistical differences were observed for the motivational factors- ‘growth’, 
‘work  life  balance’,  ‘fair  System’  and ‘fair  management’.  Post  Hoc  done on non-IT 
sample  says  that  with  respect  to  the  motivational  factor  ‘fair  system’  and  ‘fair 
management’, the higher mean is for ‘above 15 years’ group when compared with ‘less 
than 5 years’ group. For ‘growth’ the higher mean is for ‘above 15 years’ and for ‘5 – 10 
years’ when compared with ‘less than 5 years’. ‘Growth’ is a higher order need and that 
is what has been seen here in the finding too. ‘Fair System’ and ‘fair management’ are 
essential for meeting the ‘growth’ in career because they create the right environment to 
get recognized and grow. For the motivational factor ‘work life balance’, the higher mean 
is for ‘less than 5 years’ and ‘5- 10 years’ group. 

Hypothesis  10: The  demographic  factor  of  ‘annual  family  income’  affect  motivation  
which would not be the same for IT and non-IT industries.

The  One-way  ANOVA results  show no  statistically  significant  difference  within  the 
classified annual income groups with respect to work motivation. 

Hypothesis 11:  Factors  that motivate employees of ‘high family income’ are different 
from  factors that motivate employees of ‘low family income’.

A  t -Test  was  done  for  to  check  the  impact  of  high  and  low  family  income  on 
motivational factors.

Table 32:  t -Test  result with ‘high and low family income’ as independent variable

Factor Group Description N Mean Std. 
Deviation

t Value Sig.

Fair System Low Income 429 4.7070 .99201 2.329 .020

 High Income 290 4.5342 .96433

Growth Low Income 429 4.9539 1.00491 2.255 0.024

High Income 290 4.7817 1.00453
Work Life Balance Low Income 429 4.6042 .98933 -2.021 .044

High Income 290 4.7634 1.06750
Money Motive Low Income 429 4.9967 .94636 -2.728 0.007

High Income 290 5.1897 .91917
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Fair Management Low Income 429 4.7925 1.10915 2.828 .005
High Income 290 4.5517 1.13641

Hygiene Low Income 429 4.4476 1.22624 2.085 0.037
High Income 290 4.2586 1.16851

The test result reveals that there is statistically significant difference for six motivational 
factors that are ‘fair system’, ‘fair management’, ‘growth’, ‘hygiene’, ‘work life balance’ 
and ‘money motive’. High mean score for ‘fair system’, ‘fair management’, ‘growth’ and 
‘hygiene’ are for the ‘low family income’ group. For ‘money motive’  and ‘work life 
balance’, the higher mean score is for the ‘high family income’ group.

Hypothesis 12:  The motivational factors that affect employees in Kerala and Karnataka  
are likely to be the same.

t -Test was conducted to check whether there is any geographical impact on employee 
work motivation within the Kerala and Karnataka states.

Table 33: t-Test done with ‘geographical region’ as independent variable

Factor Group Description N Mean Std. 
Deviation

t Value Sig.

Engagement Kerala 590 4.9847 1.39418 2.469 .014

Karnataka 130 4.6462 1.50895

The only motivational factor that has shown statistically significant difference within the 
groups  is  ‘engagement’.  This  could  be  explained  based  on  the  culture  of  the  city 
Bangalore  from  where  the  data  which  represent  the  Karnataka  state  was  taken. 
‘Engagement’ factor in this study is about being busy and engaged in the job. Bangalore 
traditionally  doesn’t  have  a  ‘hyper  active’  culture.  This  place  is  known for  its  slow 
culture which is attributed to the ‘cold’ weather of the place. So ‘engagement’ need not 
be important for the people from this geographical area..

9. Analysis of Specific Objectives

When this  study was planned,  there were two specific  objectives  in mind.  A general 
analysis is done around these two objectives.

Objective 1:  This study is intended to find about how demographic factors such as age,  
gender, income etc. are related to motivation
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As per the hypothesis tests that were conducted, it was found that demographic factors 
influence work motivation in general.  Tests for age, gender, marital  status, education, 
professional qualification, professional qualification of women, level in the organization, 
work  experience,  high  family  income  and  geographical  difference  of  Kerala  and 
Karnataka, supports the fact that demographic factors influence work motivation.  In all 
the  above  cases  it  has  supported  that  it  was  different  for  IT  and  non-IT  industries. 
However, when tested for ‘marital status’, the non-IT sample did not bring about any 
statistically  significant  differences.  Also,  when  ‘levels  in  the  organization’  based  on 
‘supervisory  and  non-supervisory’  was  tested,  it  has  not  shown  any  influence  on 
motivation.  Similarly, when ‘annual family income’ was classified as ‘below 2.5 lacs, 
2.5-5 lacs, 5-7.5 lacs, 7.5-10 lacs, 10-12.5 lacs, 12.5-15 lacs and above 15 lacs’, it failed 
to show any influence on work motivation.

Objective 2: This study helps to find what motivates each demographic segments with  
respect to motivation (Is it intrinsic or extrinsic motivation)

A brief analysis of the overall data was done to see whether demographic factors have 
any specific inclination for ‘extrinsic’ or ‘intrinsic’ type of motivation. The tests results 
confirmed that some demographic groups showed preferences for ‘extrinsic’ or ‘intrinsic’ 
when compared with some other demographic groups.

10. Conclusions

Hypothesis tests and analysis of the tests  reveal that demographic factors influence work 
motivation. It also confirms that in most cases the motivational factors that brought in 
statistically significant differences in IT industry is not the same for non-IT industry. 
Also employees of certain demographic groups have preferences for either ‘extrinsic’ or 
‘intrinsic’ motivational factors. Findings on the same have been briefed here.

1. Demographic factors in general influence work motivation.

2. The motivational factors that drive employees of IT industry is not always the 
same for the employees of non-IT industry.

3. ‘Older’ age group of employees showed more ‘intrinsic’ bend of motivation when 
compared with ‘middle’ age group of employees.

4. ‘Managerial’ level employees showed more ‘intrinsic’ preferences of motivation 
when compared with employees who are ‘subject matter experts’.
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5.  ‘Female’  employees  have  higher  ‘extrinsic’  preferences  of  motivation  than 
‘male’ employees.

6. ‘Female’ employees have higher ‘intrinsic’ preferences of motivation than ‘male’ 
employees. 

7. ‘Professionally qualified’ female employees showed more ‘extrinsic’ preferences 
of motivation than ‘professionally qualified’ male employees.

8. ‘Professionally qualified’ male employee showed more ‘intrinsic’ preferences of 
motivation than ‘non-professionally’ qualified male employees.

9. Employees from Kerala showed more ‘intrinsic’ preference of motivation than 
employees from Karnataka.

10. Most of the demographic groups showed an ‘intrinsic’ preference for motivation 
when compared with their own ‘extrinsic’ preference for motivation.

11. Limitations of the study

a) India is a big country and the study done in South India might not give a national 
picture.

b) Non-IT  industry  covers  many  different  types  of  industries  such  as  services, 
manufacturing,  finance,  consulting,  construction,  mining,  trading,  hospitality, 
health  etc.  All  these  types  of  industries  are  not  included  (due  to  difficulty  in 
accessing) in the research sample of “non-IT” here. So the results of this study 
cannot be blanketed for the entire non-IT type industries

c) Age classification was done a little differently looking at the age composition of 
the IT industry.  This might bring in difficulty in comparing the results with the 
results of the previous study

d) The study was restricted to the executive category employees of the IT and non-IT 
organizations in Kerala and Karnataka. There for the result of this study cannot be 
generalized for other category of employees.
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e) The employee perceptions and their state of mind during the time the survey was 
conducted would have impacted the responses and this was not controlled by the 
researcher.

f) The IT sample size is much larger than that of the non-IT sample which may have 
some impact on the overall sample analysis
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