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[bookmark: _GoBack]EXECUTIVE SUMMARY
The present study titled “A Study on the Role of Monetary and Non-Monetary Factors in Employee Motivation at Amana Toyota (VPK Motors Pvt. Ltd.)” was conducted to understand the influence of monetary and non-monetary motivational factors on employee motivation, job satisfaction, and organizational commitment among employees of the organization.
The study mainly focuses on analysing the role of monetary factors such as salary, incentives, bonus, and allowances, along with non-monetary factors such as recognition, career growth opportunities, job security, training and development, and work environment in influencing employee motivation.
The study is descriptive in nature. Both primary and secondary data were used for the study. Primary data were collected from employees of Amana Toyota (VPK Motors Pvt. Ltd.) through a structured questionnaire. Secondary data were collected from books, journals, websites, company records, magazines, and previous studies related to employee motivation and human resource management.
Systematic random sampling method was adopted for selecting respondents, and every 3rd employee from the employee list was selected as the sample respondent. The sample size of the study consists of 100 employees working in different departments of the organization.
The collected data were analysed using statistical tools such as Percentage Analysis, Weighted Average Method, Chi-Square Test, One-Way ANOVA, and Independent Sample t-test. Percentage analysis was used to analyse employee responses and demographic details. Weighted average analysis was used to identify the most influential monetary and non-monetary motivational factors. Chi-square test was used to analyse the relationship between salary, career growth opportunities, and employee motivation. One-Way ANOVA was used to analyse differences in employee motivation among different age groups, while Independent Sample t-test was used to examine the difference in employee motivation based on gender.
The major findings of the study reveal that both monetary and non-monetary factors significantly influence employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.). The study found that salary is the most influential monetary factor affecting employee motivation, while career growth opportunities emerged as the most influential non-monetary factor. The findings also indicate that employees generally experience a positive level of motivation within the organization. Proper motivational practices, supportive work environment, recognition, and financial rewards contribute positively toward employee satisfaction, morale, commitment, and workplace performance.
The study concludes that maintaining an effective balance between monetary and non-monetary motivational practices is essential for improving employee performance, organizational commitment, employee retention, and overall organizational effectiveness at Amana Toyota (VPK Motors Pvt. Ltd.).


1.1 INTRODUCTION
In the present competitive business environment, organizations increasingly recognize that human resources are among their most valuable assets. The success and growth of an organization largely depend upon how effectively employees are motivated to perform their duties and responsibilities. Employee motivation is not limited only to financial rewards; rather, it is influenced by a combination of both monetary and non-monetary factors that together affect employee behaviour, job satisfaction, commitment, and overall performance. Organizations that focus on employee motivation are more likely to achieve higher productivity, improved efficiency, better customer satisfaction, and long-term organizational success. Motivated employees generally show greater dedication towards their work and actively contribute towards achieving organizational goals. In modern organizations, employee motivation has become an important managerial function because motivated employees help improve organizational performance, maintain workplace discipline, and create a positive organizational culture. Organizations that provide effective motivational support are also able to improve employee engagement, employee retention, and overall organizational stability.
Monetary factors such as salary, incentives, bonuses, commission, allowances, and other financial rewards provide immediate satisfaction to employees and act as strong external motivators. These financial benefits encourage employees to improve their performance, achieve organizational targets, and remain committed toward their work responsibilities. Attractive salary packages, performance-based incentives, bonuses, and other financial benefits encourage employees to work more efficiently and contribute positively toward organizational growth. Financial rewards also help organizations attract skilled employees and maintain employee loyalty within the organization. At the same time, non-monetary factors such as recognition, appreciation, career growth opportunities, training and development programmes, supportive leadership, positive work environment, and organizational culture also play a significant role in influencing employee motivation. These non-financial factors contribute toward long-term employee satisfaction, morale, loyalty, and organizational commitment. Effective motivational practices also help organizations improve employee morale, strengthen teamwork, reduce absenteeism, minimize employee turnover, and create a positive organizational climate. Motivated employees are more likely to maintain discipline, show greater responsibility toward their work, and adapt more effectively to organizational changes. Proper motivational practices also encourage innovation, improve communication between management and employees, enhance cooperation among departments, and support better decision-making within the organization. Employees who feel motivated are more likely to show higher involvement in their work, maintain better relationships with management and co-workers, and contribute positively toward organizational growth and customer satisfaction. Motivated employees also contribute towards improved service quality, better customer relations, and increased organizational competitiveness. Therefore, organizations that maintain a proper balance between monetary and non-monetary motivational practices are more likely to achieve improved productivity, employee retention, operational efficiency, organizational stability, and overall organizational effectiveness.
Amana Toyota (VPK Motors Pvt. Ltd.) is one of the leading automobile dealerships engaged in sales and service operations in the automobile sector. The organization plays an important role in providing quality automobile sales and customer service. Since employees play a major role in customer service, sales performance, technical operations, and organizational growth, employee motivation becomes highly important within the organization. Employees working in different departments may have different expectations regarding financial rewards, recognition, work environment, career growth opportunities, and organizational support. Therefore, understanding the role of both monetary and non-monetary motivational factors becomes essential for enhancing employee performance and maintaining a positive work environment. In automobile service organizations, motivated employees contribute significantly towards customer satisfaction, service efficiency, teamwork, and organizational reputation. Employees working in sales and service departments interact directly with customers; therefore, their motivation and behaviour can influence customer perceptions and organizational image. Organizations that maintain motivated employees are more likely to improve service quality, achieve sales targets, maintain better customer relationships, and strengthen their market position within the automobile industry.
The present study aims to examine the role of monetary and non-monetary motivational factors in influencing employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.). The study focuses on understanding how different motivational practices adopted by the organization influence employee satisfaction, morale, commitment, and work performance. The study also attempts to identify the motivational factors that are most effective in improving employee motivation and maintaining positive employee relationships within the organization. In addition, the study helps analyse employee perceptions regarding the existing motivational practices followed within the organization and examines how these practices contribute towards employee engagement and organizational growth. The study also evaluates the importance of financial and non-financial motivational practices in improving employee commitment and work efficiency. Through this study, the researcher attempts to understand employee expectations regarding motivational practices and identify areas where management can improve employee satisfaction and workplace motivation.
The study helps analyse employee opinions and perceptions regarding motivational practices followed within the organization. It also provides useful suggestions for improving employee motivation, satisfaction, productivity, and organizational commitment. The findings of the study may help management understand employee needs more effectively and implement suitable motivational strategies for improving workplace performance and employee morale. The study is beneficial for employees, management, and the organization in understanding the importance of maintaining effective motivational practices for long-term organizational success. The suggestions provided through the study may also help the organization strengthen employee relationships, improve employee retention, and maintain a healthy and productive work environment.
1.2 STATEMENT OF THE PROBLEM 
Employee motivation is an important factor that directly influences employee performance, commitment, job satisfaction, and organizational productivity. In the automobile dealership sector, employees are expected to provide quality customer service, achieve sales targets, handle customer queries efficiently, and maintain positive relationships with customers. In order to perform these responsibilities effectively, employees require proper motivation, organizational support, and a positive working environment.
At Amana Toyota (VPK Motors Pvt. Ltd.), employees are motivated through various monetary and non-monetary factors such as salary, incentives, bonus, recognition, job security, career growth opportunities, training and development, and working environment. However, employees may not be motivated equally by the same motivational factors. While some employees may give greater importance to financial rewards, others may value recognition, career growth opportunities, supportive leadership, job satisfaction, and a positive working environment.
Hence, an attempt has been made to study the role of monetary and non-monetary factors in employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.) and to understand how these motivational factors influence employee satisfaction, performance, and commitment within the organization.
1.3  SIGNIFICANCE AND SCOPE OF THE STUDY
The present study is significant for Amana Toyota (VPK Motors Pvt. Ltd.) because it helps the organization understand the importance of monetary and non-monetary motivational factors in improving employee performance, job satisfaction, and commitment. The study helps management identify the motivational practices that are more effective in improving employee morale and workplace productivity. The study is also beneficial for employees because improved motivational practices can contribute toward better job satisfaction, career growth opportunities, recognition, workplace support, and financial security. The findings of the study may help improve employee welfare measures and motivational practices within the organization. The study is useful for the management in understanding employee expectations and improving the existing motivational strategies followed within the organization. It may also help management take suitable decisions related to employee motivation, satisfaction, and retention.
The present study focuses on the role of monetary and non-monetary factors in employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.). The study covers motivational factors such as salary, incentives, bonus, recognition, training and development, job security, career growth opportunities, supportive leadership, working environment, teamwork, and employee satisfaction. The study also examines employee opinions regarding the motivational practices followed within the organization and their influence on employee performance and workplace satisfaction.



1.4  OBJECTIVES OF THE STUDY

· To study the level of employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).
· To examine the role of monetary factors such as salary, incentives, bonus, and allowances on employee motivation.
· To analyse the role of non-monetary factors such as recognition, training and development, job security, career growth opportunities, and work environment on employee motivation.
· To identify the relationship between salary and employee motivation.
· To examine the relationship between career growth opportunities and employee motivation.
· To analyse whether employee motivation differs among employees belonging to different age groups.
· To examine whether there is any significant difference in employee motivation based on gender.
· To suggest suitable measures for improving employee motivation practices at Amana Toyota (VPK Motors Pvt. Ltd.).
1.5 RESEARCH HYPOTHESIS
Hypothesis 1
H₀: There is no significant relationship between salary as a monetary factor and employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).
H₁: There is a significant relationship between salary as a monetary factor and employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).
Hypothesis 2
H₀:
There is no significant relationship between career growth opportunities as a non-monetary factor and employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).
H₁:
There is a significant relationship between career growth opportunities as a non-monetary factor and employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).
Hypothesis 3
H₀:
There is no significant difference in employee motivation among different age groups at Amana Toyota (VPK Motors Pvt. Ltd.).
H₁:
There is a significant difference in employee motivation among different age groups at Amana Toyota (VPK Motors Pvt. Ltd.).
Hypothesis 4
H₀:
There is no significant difference in employee motivation based on gender at Amana Toyota (VPK Motors Pvt. Ltd.).
H₁:
There is a significant difference in employee motivation based on gender at Amana Toyota (VPK Motors Pvt. Ltd.).
1.6 RESEARCH METHODOLOGY
Research methodology refers to the systematic procedure used for collecting, analyzing, and interpreting data for the purpose of conducting the study. It explains the various methods, techniques, and procedures adopted by the researcher to achieve the objectives of the study in a scientific and organized manner. The present study titled “A Study on the Role of Monetary and Non-Monetary Factors in Employee Motivation at Amana Toyota (VPK Motors Pvt. Ltd.)” is conducted to understand the role of monetary and non-monetary motivational factors in influencing employee motivation, performance, job satisfaction, and organizational commitment.
Research Design
The research design used for this study is descriptive research design. Descriptive research is suitable for this study because it helps to describe the opinions, attitudes, and perceptions of employees regarding monetary and non-monetary motivational factors. It also helps to understand the existing motivational practices followed by Amana Toyota and their effectiveness in improving employee motivation.
Source of Data
For the purpose of the study, both primary and secondary data are used.
Primary Data
Primary data are collected directly from the employees of Amana Toyota (VPK Motors Pvt. Ltd.) through a structured questionnaire prepared for the study. The questionnaire includes questions related to salary, incentives, bonus, recognition, job security, career growth opportunities, training and development, working environment, leadership support, HR policies, employee satisfaction, and motivational practices followed within the organization. The primary data collected from employees help the researcher understand employee opinions, expectations, and levels of satisfaction regarding monetary and non-monetary motivational factors.
Secondary Data
Secondary data are collected from books, journals, company records, websites, articles, magazines, previous research studies, reports, and other published sources related to employee motivation, monetary rewards, non-monetary rewards, organizational behaviour, and human resource management. Secondary data help provide theoretical support and background information for the study.
Sampling
Sampling refers to the process of selecting respondents from the total population for the purpose of the study. In the present study, employees of Amana Toyota (VPK Motors Pvt. Ltd.) are considered as the population. The respondents were selected using the systematic random sampling method. Under this method, respondents were selected at regular intervals from the employee list, for example, every 3rd employee was selected as a sample respondent. This method provided equal opportunity for employees to participate in the study and helped ensure better representation of respondents from different departments within the organization.
Sample Size
The sample size of the study consists of 100 respondents selected from different departments of Amana Toyota (VPK Motors Pvt. Ltd.). The responses collected from these employees were used for analysis, interpretation, and drawing conclusions regarding the role of monetary and non-monetary motivational factors in employee motivation.
Tools for Analysis
The collected data were classified, tabulated, analysed, and interpreted systematically using appropriate statistical tools. Percentage analysis was used to analyse the demographic and general response patterns of the respondents. Weighted average method was used to identify the overall opinion and satisfaction level of employees regarding different motivational factors by assigning appropriate weights to the responses. Chi-square test was used to identify the relationship between monetary factors, non-monetary factors, and employee motivation. One-Way ANOVA was used to analyse the difference in employee motivation among different age groups. Independent sample t-test was used to identify the difference in employee motivation based on gender.
Percentage Analysis
Percentage analysis is used to convert the responses collected from respondents into percentage form for easy understanding and interpretation. This method helps present data in a simple, clear, and systematic manner. Percentage analysis also helps compare different responses and identify the level of employee motivation, satisfaction, and employee opinions regarding monetary and non-monetary motivational factors at Amana Toyota (VPK Motors Pvt. Ltd.).
Percentage =​×100
This method helps the researcher analyze employee responses more effectively and draw meaningful conclusions regarding the motivational practices followed within the organization.
1.7 LIMITATIONS OF THE STUDY
· The study is limited only to the employees of Amana Toyota (VPK Motors Pvt. Ltd.).
· The sample size of the study is limited to 100 respondents; therefore, the findings may not represent the opinions of all employees of the organization.
· The study is based on the opinions, perceptions, and responses provided by the employees, which may vary according to individual experiences and viewpoints.
· The study is limited only to the analysis of monetary and non-monetary motivational factors related to employee motivation.
1.8 CHAPTER SCHEME
The present project report is divided into five chapters for the systematic presentation and analysis of the study.
Chapter 1: Introduction 
This chapter includes the introduction to the study titled “A Study on the Role of Monetary and Non-Monetary Factors in Employee Motivation at Amana Toyota (VPK Motors Pvt. Ltd.).” It explains the concept of employee motivation and the importance of monetary and non-monetary motivational factors in organizational performance. This chapter also includes the statement of the problem, significance of the study, objectives of the study, research methodology, scope of the study, limitations of the study, sampling design, sample size, sources of data, and tools used for data analysis.
Chapter II: Review of Literature 
This chapter presents the review of literature related to employee motivation, monetary factors, non-monetary factors, job satisfaction, and organizational behaviour. The chapter includes the opinions, findings, and conclusions of various researchers, authors, and previous studies related to the topic selected for the study. The review of literature helps provide theoretical support and a better understanding of the research topic.
Chapter III: Profile of Industry and Profile of Organization
This chapter provides a detailed overview of the automobile industry and the organizational profile of Amana Toyota (VPK Motors Pvt. Ltd.). It includes the history, growth, vision, mission, services, departmental structure, organizational activities, and business operations of the organization. The chapter also explains the importance of employee performance and motivation within the automobile dealership sector.
Chapter IV: Data Analysis and Interpretation 
This chapter includes the analysis and interpretation of data collected from employees through the questionnaire. The collected data are classified, tabulated, analyzed, and presented systematically using percentage analysis. The chapter helps understand employee opinions and perceptions regarding monetary and non-monetary motivational factors followed within the organization.
Chapter V: Findings, Recommendations, and Conclusion 
This chapter presents the major findings of the study based on data analysis and interpretation. It also includes suitable suggestions and recommendations for improving employee motivation practices at Amana Toyota (VPK Motors Pvt. Ltd.). The chapter concludes with the overall conclusion of the study regarding the role of monetary and non-monetary factors in employee motivation and organizational effectiveness.









2.1 REVIEW OF LITERATURE
Ryan and Deci (2000) explained that employee motivation can be understood through intrinsic and extrinsic motivation. Intrinsic motivation comes from internal satisfaction, interest, and personal growth, while extrinsic motivation is influenced by external rewards such as salary, incentives, and recognition. Their study highlighted that employees are more committed when organizations support autonomy, competence, and relatedness. This is relevant to the present study because both monetary and non-monetary factors influence employee motivation. 
Locke and Latham (2002) stated that clear and challenging goals improve employee motivation and performance. According to their goal-setting theory, employees perform better when they understand their targets and receive proper feedback. Monetary rewards may encourage employees to achieve goals, while non-monetary support such as appreciation and guidance improves confidence. This theory is useful for understanding motivation among sales and service employees. 
Hackman and Oldham (2005) emphasized that job design has an important role in employee motivation. They stated that employees are motivated when their work provides skill variety, task identity, task significance, autonomy, and feedback. Non-monetary factors such as responsibility, meaningful work, and feedback help employees feel satisfied and committed. This is important in automobile dealerships where employees perform customer-oriented and technical tasks. 
Kuvaas (2006) studied the relationship between performance appraisal satisfaction and employee outcomes. The study found that fair appraisal systems improve employee motivation, commitment, and work performance. When employees feel that their performance is evaluated fairly, they become more motivated. This supports the present study because performance appraisal, recognition, and rewards are important motivational practices. 
Zuk (2011) reviewed non-monetary motivation among remote and field employees and observed that non-financial motivators such as autonomy, feedback, training, recognition, and work environment can improve employee engagement. The study also noted that non-monetary rewards require proper monitoring and management support. This is relevant because sales and service employees often require autonomy, feedback, and customer-handling support. 
Harunavamwe and Kanengoni (2013) studied the impact of monetary and non-monetary rewards on motivation among lower-level employees in retail shops. The study found that non-monetary rewards had a moderate significant relationship with employee motivation, while monetary rewards showed no significant relationship in that particular study. This indicates that recognition, appreciation, and work environment can strongly influence motivation. 
Ganta (2014) stated that employee motivation is essential for improving productivity and organizational performance. The study explained that motivated employees show better commitment, efficiency, and willingness to achieve organizational goals. Both financial incentives and non-financial rewards are needed to improve employee morale and performance. 
Khan, Waqas and Muneer (2017) examined the impact of rewards on employee motivation and found that rewards influence employee satisfaction and performance. The study explained that employees are motivated when they receive fair salary, incentives, appreciation, and career growth opportunities. This supports the present study because reward systems are important in motivating employees at Amana Toyota. 
Kuranchie-Mensah and Amponsah-Tawiah (2016) studied employee motivation and work performance and found that both monetary and non-monetary rewards influence employee productivity. The study highlighted that salary, promotion, recognition, and good working conditions improve employee performance. This is relevant to the present study because employee motivation is connected with performance and satisfaction. 
Dobre (2018) explained that employee motivation and organizational performance are closely related. The study stated that motivated employees contribute to better productivity, customer satisfaction, and organizational growth. It also emphasized that managers should use both financial and non-financial motivational methods to improve employee performance. 
Sudiardhita et al. (2018) studied the effect of compensation, motivation, and job satisfaction on employee performance. The study found that compensation and motivation have a positive influence on job satisfaction and performance. This indicates that monetary benefits such as salary and incentives, along with motivational support, can improve employee outcomes. 
Ali and Anwar (2021) studied the relationship between motivation and employee performance. The study found that employee motivation has a significant influence on performance and productivity. It emphasized that organizations should provide suitable rewards, recognition, and support to improve employee commitment and work efficiency. 
Sorn, Fienena, Ali, Rafay and Fu (2023) examined the effectiveness of compensation in maintaining employee retention and motivation. The study explained that proper compensation systems help retain employees and improve organizational commitment. This is relevant to the present study because monetary benefits are important for employee retention. 
Madhani (2023) explained that non-financial rewards such as recognition, career development, job security, and work-life balance are important for improving employee engagement. The study stated that non-monetary factors create long-term motivation and emotional attachment with the organization. This supports the present study because non-monetary factors are important in employee satisfaction. 
IJNRD Study (2024) investigated the effect of non-monetary rewards on employee motivation. The study found that recognition, training, rewards, and incentives contribute to employee productivity and organizational success. It also showed that employees value non-monetary incentives because they improve motivation and workplace satisfaction. 
Gimpl (2024/2025) revisited Herzberg’s Motivation-Hygiene Theory in the modern workplace. The study suggested that traditional hygiene factors such as working conditions and work-life balance may also act as motivators in today’s organizations. This is relevant because modern employees expect not only salary but also good working conditions, flexibility, and recognition. 
Shinde (2025) studied motivation and retention in the modern workplace by applying Maslow’s, Herzberg’s, and Vroom’s theories. The study explained that motivation theories are still useful for improving employee retention in modern organizations. It highlighted that companies can improve retention by combining financial rewards, career growth, recognition, and supportive work culture. 
Florea and Croitoru (2025) examined the impact of financial and non-financial motivation on employee performance. The study found that both financial and non-financial motivation influence performance, but non-financial motivation had a stronger long-term effect. Recognition, job security, flexible working hours, and career development were found to be important non-financial motivators. 
Balintova (2025) studied the driving forces behind employee motivation across different generations. The study explained that employee motivation differs according to age, generation, and personal expectations. It highlighted that job satisfaction and performance are influenced by different motivational factors such as salary, recognition, career development, and workplace support. 
Kasperczuk et al. (2025) studied employee motivation in business management and found that both financial and non-financial motivators influence employee engagement and performance. The study identified bonuses, flexible schedules, additional leave, career development opportunities, and workplace atmosphere as important motivational tools. It concluded that organizations should use a balanced motivation system to improve satisfaction, retention, and performance.











3.1 AUTOMOBILE INDUSTRY - A PROFILE
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AUTOMOBILE INDUSTRY IN INDIA
The automobile industry in India is one of the largest and fastest-growing industries in the country. The industry plays a significant role in economic development, industrial growth, employment generation, transportation, and technological advancement. The automobile sector includes the manufacturing, marketing, sales, servicing, and maintenance of passenger vehicles, commercial vehicles, two-wheelers, three-wheelers, and other transport vehicles. The growth of the automobile industry has contributed significantly toward national income and infrastructure development in India.
The Indian automobile industry has experienced considerable growth due to increasing urbanization, rising income levels, population growth, improved road infrastructure, technological development, and changing customer preferences. Liberalization policies introduced in 1991 also contributed significantly toward the growth of the automobile sector by allowing foreign investments and encouraging multinational automobile companies to establish operations in India.
India has become an important automobile manufacturing and export hub in Asia. Several multinational automobile companies such as Toyota, Hyundai, Honda, Ford, Nissan, Volkswagen, Suzuki, and Tata Motors operate successfully in the Indian market. The automobile industry provides employment opportunities to a large number of people in manufacturing, administration, sales, servicing, finance, logistics, customer relationship management, and technical support departments.
The automobile industry in India is highly customer-oriented and competitive in nature. Organizations focus not only on vehicle manufacturing but also on customer satisfaction, after-sales service, product quality, technological innovation, and workplace efficiency. Automobile dealership organizations play an important role in connecting automobile manufacturers with customers by providing vehicle sales, servicing, maintenance, spare parts, finance assistance, insurance support, and customer care services.
Employees working in automobile dealerships are expected to maintain good customer relationships and provide efficient service. Sales executives, service advisors, technicians, customer relationship employees, finance staff, and administrative employees contribute significantly toward organizational performance and customer satisfaction. Therefore, employee motivation, training, teamwork, and organizational support are highly important in the automobile dealership sector.
The automobile industry also supports the growth of several related industries such as steel, rubber, electronics, glass, transportation, and information technology. Modern technological developments such as electric vehicles, hybrid vehicles, automation, digital systems, and customer relationship management technologies have further increased the competitiveness and growth of the industry.
In recent years, customer expectations in the automobile sector have increased considerably. Customers expect quality products, timely delivery, transparent communication, professional service, and effective after-sales support. Therefore, organizations increasingly focus on improving employee performance, customer service quality, and workplace efficiency in order to maintain customer satisfaction and organizational reputation.
HISTORY OF TOYOTA AND ITS DEVELOPMENT
Toyota Motor Corporation is one of the leading automobile manufacturers in the world and is well known for its quality, innovation, reliability, and customer-oriented approach. The company was founded by Kiichiro Toyoda in Japan in the year 1937. Toyota originated from Toyoda Automatic Loom Works, which was established by Sakichi Toyoda. Later, Kiichiro Toyoda expanded the business into automobile manufacturing and established Toyota Motor Corporation.
Toyota achieved rapid growth due to its focus on quality production, technological advancement, continuous improvement, and efficient management practices. One of the major strengths of Toyota is the Toyota Production System (TPS), which focuses on minimizing waste, improving efficiency, maintaining product quality, and ensuring customer satisfaction. The company follows important principles such as teamwork, continuous improvement, employee involvement, and customer focus.
Over the years, Toyota expanded its operations across different countries and became one of the largest automobile companies in the global market. The company manufactures different types of vehicles including passenger cars, sports utility vehicles (SUVs), hybrid vehicles, commercial vehicles, and luxury vehicles. Toyota has gained a strong reputation for producing reliable, fuel-efficient, and technologically advanced automobiles.
Toyota gives significant importance to employee involvement, teamwork, workplace discipline, innovation, and organizational development. The organization believes that employees are valuable assets and focuses on improving employee skills, productivity, and workplace efficiency through training and development programmes. Toyota also emphasizes customer satisfaction, quality service, and long-term organizational growth.
The company has introduced several successful vehicle models in different countries and has established a strong global presence through its manufacturing plants, dealership networks, service centres, and customer support systems. Toyota’s commitment toward quality, technological innovation, employee development, and customer satisfaction has helped the company maintain a leading position in the automobile industry.
Toyota has also focused on environmental sustainability and technological advancement through the development of hybrid and environmentally friendly vehicles. The company continuously works toward improving safety standards, fuel efficiency, innovation, and operational effectiveness in order to meet changing customer expectations and market demands.
At present, Toyota operates successfully in several countries and continues to maintain its position as one of the most trusted automobile brands in the world. The company’s strong organizational culture, employee-oriented management practices, customer focus, and
commitment toward continuous improvement contribute significantly toward its global success and reputation.
TOYOTA KIRLOSKER IN INDIA
Toyota Kirloskar Motor Private Limited (TKM) is a joint venture between Toyota Motor Corporation of Japan and the Kirloskar Group of India. Toyota entered the Indian automobile market in the year 1997 with the objective of providing quality vehicles and customer-oriented services to Indian customers. Toyota Kirloskar Motor plays an important role in the Indian automobile industry through vehicle manufacturing, sales, servicing, and customer support activities.
Toyota Kirloskar Motor follows the business philosophy of “Customer First” and focuses on maintaining quality, reliability, innovation, and customer satisfaction. The organization aims to contribute toward the development of the Indian automobile industry through technology transfer, employment generation, skill development, and continuous improvement in organizational performance.
The company manufactures and markets different categories of vehicles in India and has established a strong dealership and service network across the country. Toyota vehicles are widely recognized for quality, safety, fuel efficiency, durability, and customer satisfaction. The organization also focuses on improving after-sales service, customer relationship management, and operational efficiency in order to maintain its position in the competitive automobile market.
Toyota Kirloskar Motor gives significant importance to employee development, teamwork, discipline, workplace safety, and organizational culture. The company believes that employees are one of the major strengths of the organization and focuses on improving employee skills and productivity through training and development programmes. Toyota follows the principles of continuous improvement and respect for people in its organizational activities and management practices.
The organization also emphasizes employee involvement, teamwork, workplace cooperation, and effective communication for improving organizational performance and customer satisfaction. Employees working in departments such as sales, service, customer relationship management, administration, finance, and technical support contribute significantly toward the success of the organization.
Toyota Kirloskar Motor continues to maintain a strong reputation in the Indian automobile industry through quality products, efficient service, customer-oriented practices, and employee-focused organizational values. The company’s focus on customer satisfaction, employee development, innovation, and operational excellence contributes significantly toward its growth and organizational success in India.
OVERVIEW OF TOYOTA ETIOS
Toyota Etios is one of the important vehicle models introduced by Toyota Kirloskar Motor in the Indian automobile market. The vehicle was designed to meet the needs and expectations of Indian customers by providing quality, comfort, fuel efficiency, affordability, and reliability. Toyota introduced the Etios series as part of its strategy to strengthen its presence in the competitive passenger car segment in India.
The Toyota Etios gained attention in the Indian market because of its spacious design, efficient performance, attractive features, safety standards, and customer-friendly pricing. The vehicle was developed by considering the preferences and requirements of Indian customers and was targeted mainly toward middle-income consumers and families.
Toyota Etios contributed significantly toward improving Toyota’s market presence and customer reach in India. The vehicle helped the organization strengthen its dealership operations, sales performance, and customer service activities. The launch of the Etios series also increased the importance of employee performance in departments such as sales, customer relationship management, servicing, technical support, and after-sales service.
Employees working in automobile dealerships play a major role in promoting vehicle sales, maintaining customer relationships, providing after-sales support, and ensuring customer satisfaction. Therefore, motivated employees are highly important for improving sales performance and service quality related to vehicle models such as Toyota Etios.
The success of Toyota Etios also reflects Toyota’s focus on quality, customer satisfaction, reliability, and continuous improvement. Through products such as Etios, Toyota strengthened its reputation in the Indian automobile market and improved its relationship with customers through efficient sales and service support systems.
3.2 COMPANY PROFILE
[image: ]Amana Toyota, functioning under VPK Motors Pvt. Ltd., is an authorized Toyota dealership organization engaged in the sale and servicing of Toyota vehicles in North Kerala. The organization was established on 21st December 2001 under the leadership of Mr. V.P.K. Abdulla. Since its establishment, Amana Toyota has focused on delivering quality automobile sales and after-sales services to customers while maintaining high standards of customer satisfaction and organizational performance.
As an authorized Toyota dealership, Amana Toyota provides a wide range of services including vehicle sales, servicing, maintenance, spare parts support, finance assistance, insurance support, customer care services, and technical support. The organization operates as a customer-oriented service organization where employees from different departments work together to provide efficient service and maintain long-term customer relationships.
The headquarters of Amana Toyota is located in Kozhikode, and the organization provides services across different districts in North Kerala. The organization has established a strong reputation in the automobile dealership sector through quality service, customer-focused practices, reliable after-sales support, and efficient dealership operations.
Amana Toyota gives significant importance to customer satisfaction, teamwork, employee performance, and service quality. Employees working in departments such as sales, service, administration, customer relationship management, finance, insurance, spare parts, and technical support contribute significantly toward the success of the organization. Since the automobile industry is highly competitive and customer-oriented, the organization depends greatly on the efficiency, commitment, and motivation of its employees.
The organization follows employee-oriented management practices and focuses on improving employee performance through training and development programmes, recognition, guidance, teamwork, and supportive leadership. Amana Toyota believes that motivated employees contribute significantly toward customer satisfaction, sales performance, organizational productivity, and long-term business growth.
The organization also focuses on maintaining professionalism, ethical business practices, workplace discipline, and effective communication among employees and management. Through continuous improvement, quality service, customer-oriented practices, and employee support, Amana Toyota continues to maintain a strong position in the automobile dealership sector in Kerala.
MAJOR ACHIEVEMENTS AND RECOGNITIONS OF AMANA TOYOTA
Amana Toyota has received several achievements and recognitions for its performance, customer service quality, dealership operations, and organizational excellence. These recognitions reflect the organization’s commitment toward customer satisfaction, quality service, teamwork, and continuous improvement in dealership performance.
Some of the major achievements and recognitions received by Amana Toyota are as follows:
· All India Best Dealer Award – 2003 (“C” Category)
· Winner of Best TDMS Award – 2003 and 2004
· Customer Service Performance Award – 2004 (“Single Star”)
· Winner of Highest Sales Satisfaction Award – 2004
· ISO 14001 Certification – Since March 2004
· Superior Award for Customer Satisfaction – 2005
· Best New Dealership Award for Kannur Unit – 2006
· Platinum Award for becoming All India Best Dealer – 2006
· Best Infrastructure Award – 2008
· Toyota Kirloskar Motor Quality Month Best Dealer Award – 2008–2009
· Triple Crown Award and Best of the Best Dealer Award for Customer Service Activities – 2010
These achievements and recognitions indicate the organization’s strong focus on customer satisfaction, service quality, operational efficiency, teamwork, and employee performance. The awards received by the organization also reflect the commitment and contribution of employees working in different departments such as sales, service, customer relationship management, administration, and technical support.
VISION, MISSION, NATURE OF BUSINESS
VISION
The vision of Amana Toyota (VPK Motors Pvt. Ltd.) is to become a leading and trusted automobile dealership organization by providing quality Toyota vehicles, excellent customer service, reliable after-sales support, and customer-oriented solutions. The organization aims to maintain long-term customer relationships through professionalism, teamwork, continuous improvement, and high service standards. Amana Toyota also focuses on creating a positive working environment that encourages employee development, organizational growth, and customer satisfaction.
MISSION
The mission of Amana Toyota is to deliver superior automobile sales and service experience to customers by offering genuine Toyota products, efficient servicing facilities, skilled technical support, and customer-friendly solutions. The organization is committed to maintaining quality, reliability, transparency, and professionalism in all its business activities.
Amana Toyota also focuses on motivating and developing employees through training, guidance, teamwork, recognition, and supportive management practices. The organization believes that motivated and committed employees contribute significantly toward improving customer satisfaction, organizational performance, and long-term business success.
NATURE OF BUSINESS
Amana Toyota (VPK Motors Pvt. Ltd.) is engaged in the automobile dealership business and operates as an authorized Toyota dealership organization. The organization mainly deals with the sale of Toyota vehicles and provides various related services such as vehicle servicing, maintenance, spare parts support, finance assistance, insurance support, technical guidance, customer care services, and after-sales support.
The organization functions as a customer-oriented automobile dealership where employees from different departments work together to achieve organizational goals and maintain customer satisfaction. Departments such as sales, service, administration, finance, customer relationship management, spare parts, and technical support play important roles in the smooth functioning of the organization.
Amana Toyota focuses on maintaining quality service, operational efficiency, ethical business practices, teamwork, and customer satisfaction. Since the automobile dealership sector is highly competitive and service-oriented, the organization gives significant importance to employee motivation, workplace performance, communication, and customer relationship management.
The organization also emphasizes continuous improvement, employee development, workplace discipline, and organizational effectiveness in order to maintain its reputation and competitive position in the automobile industry.
MISSION AND GOALS OF AMANA TOYOTA
Mission:
“The mission of the organization is to create an enabling organizational culture that helps attract and retain the right employees and direct their efforts toward the achievement of individual and organizational goals.”
The organization focuses on the following objectives:
· Creating a family-friendly and supportive working environment
· Building a long-term employment culture within the organization
· Providing proper support and guidance to employees in their work responsibilities
· Motivating and retaining employees through effective motivational practices
· Enhancing effective communication and teamwork among employees
· Striving to maintain employee satisfaction, commitment, and workplace harmony
· Creating a positive environment for the individual growth and development of employees
OVER VIEW OF TOYOTA ETIOS
Toyota Etios is an outstanding combination of compact size and advanced technology. Toyota Motor Corporation, one of the leading automobile manufacturers in the world, launched its highly awaited sedan, Toyota Etios, on December 1, 2010. The vehicle was introduced as an affordable and customer-friendly car designed especially for the Indian market. Toyota Etios is available in different colours and attractive variants.
Toyota Etios was mainly targeted at customers in the Indian mass market. According to the company, more than 2000 engineers were involved in developing this vehicle to provide compact size, attractive interior design, better performance, improved fuel efficiency, and customer comfort. The exterior design of the vehicle is sporty and stylish, while the interior focuses on comfort, space, and functionality.
Toyota aimed to provide world-class technology, quality, and reliability through the Etios series. The design concept of the vehicle focused on simplicity, affordability, comfort, and functionality. Toyota Etios competed with other popular vehicles in the Indian market such as Tata Indigo, Maruti Swift Dzire, Honda Amaze, Ford Fiesta, and Chevrolet Aveo. Toyota’s strong brand image and reputation in India also contributed to the popularity of the Etios series. The vehicle was introduced with both petrol and diesel engine options to meet different customer requirements.
Amana Toyota, the exclusive dealership of globally renowned Toyota, was established on 21st December 2001 under the dynamic leadership of Mr. V.P.K. Abdulla at Kannur. Through effective management practices and the dedicated efforts of employees, the organization has successfully established a strong reputation in the automobile dealership sector.
The management of Amana Toyota continuously focuses on strengthening organizational operations and improving customer service standards in order to ensure maximum customer satisfaction. The headquarters of Amana Toyota is located at Kozhikode and includes professionals from various departments such as sales, customer service, finance, administration, and technical support.
Employees of Amana Toyota play an important role in the success of the organization. Their commitment, teamwork, and customer-oriented approach have helped the organization provide quality service across different districts of North Kerala. The continuous support from customers and the dedicated performance of employees have contributed significantly toward the growth and reputation of Amana Toyota.
INDUCTION PROGRAMME AT AMANA TOYOTA
The induction programme at Amana Toyota is conducted to help newly appointed employees understand the organization, its policies, work culture, rules, and job responsibilities. The induction programme enables employees to become familiar with the organizational environment and helps them adjust smoothly to their work responsibilities and departmental activities.
The induction programme at Amana Toyota includes the following:
· Key personnel of the organization 
· Brief history
· Business activities
· Structure of the organization
· HRD policy outline
· Company policy and objectives
· Job description, roles and responsibilities, rules and regulation governing hours of work and over-time, safety & accident policy, leave policy, holiday, methods of reporting.
· Career plan, opportunities, promotions
· Awareness of the company’s environment policy
After the induction programme, separate personnel records are maintained for each employee. Therefore, it is important that employees furnish all their personal details in the prescribed form. The Human Resource Department maintains records related to personnel matters such as Provident Fund (PF), Employee State Insurance (ESI), labour status, contributions made to PF and ESI, and certificates issued by Toyota Kirloskar Motors and other institutions.
The personnel records also include employee leave records, which are regularly updated for maintaining accurate employee information and facilitating proper leave management. The induction programme helps employees understand organizational expectations, improve workplace communication, and develop confidence in performing their duties effectively. It also contributes toward improving employee satisfaction, discipline, teamwork, and organizational commitment.
MISSION STATEMENT
“At Amana Toyota, we are committed to providing quality automobile sales and service experience through customer satisfaction, professionalism, teamwork, and continuous improvement. The organization strives to gain the trust and respect of customers, employees, and stakeholders by maintaining high standards of service quality and organizational performance.”
CODE OF BUSINESS ETHICS
The company has a long and distinguished tradition of adhering to the highest ethical standards in all its business activities and organizational practices. The organization intends to maintain these standards in all business dealings, including the acquisition of new business opportunities and the fulfillment of contractual obligations. Improper activities or unethical practices may harm the company’s reputation, integrity, and goodwill, and may also result in adverse consequences for both the company and its employees.
The purpose of this Code of Business Ethics (“Code”) is to provide a comprehensive statement regarding the standards of conduct expected from employees within the organization. Adherence to the Code is the responsibility of every employee and is considered an important condition of continued employment. The Code is administered independently along with other organizational policies and practices.
Compliance with the Code is regularly reviewed through management supervision, internal audits, and organizational reviews. The actions and behaviour of employees under this Code are considered important indicators of their professionalism, judgement, responsibility, and competence within the organization.
ENVIRONMENT POLICY
The environment policy of the organization serves as a guideline for implementing and continuously improving the environmental management system of the company. The policy helps the organization maintain and improve its environmental performance through responsible business practices and effective environmental management activities.
The policy reflects the commitment of top management toward complying with applicable legal and environmental requirements, preventing pollution, conserving natural resources, and achieving continuous improvement in environmental performance. The environmental policy also forms the basis for establishing organizational environmental objectives and targets.
The environment policy is designed to be clearly understood by employees, management, customers, contractors, and other interested parties associated with the organization. The policy is periodically reviewed and revised in order to reflect changing environmental conditions, organizational requirements, and updated information related to environmental management practices.
The scope of the environmental policy reflects the nature, scale, and environmental impact of the organization’s activities, products, and services. The policy is communicated to all employees and individuals working on behalf of the organization, including contractors and service providers. Environmental awareness is promoted through organizational rules, procedures, guidelines, and training programmes.
As a responsible corporate organization, Amana Toyota is committed toward environmental protection by minimizing environmental impact through pollution prevention, conservation of natural resources, and continuous improvement in environmental performance.
To support this commitment, the organization follows the following environmental practices:
· Promoting environmental awareness and knowledge among employees through continuous education and job-specific training programmes.
· Ensuring compliance with applicable legal and environmental requirements followed by the organization.
· Establishing and reviewing environmental objectives and targets regularly in order to improve environmental performance through continuous improvement activities.
SERVICE PROFILE
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Amana Toyota (VPK Motors Pvt. Ltd.) provides a wide range of automobile sales and after-sales services to customers. As an authorized Toyota dealership, the organization focuses on delivering quality service, customer satisfaction, and reliable vehicle support. The service profile of the organization includes the following:
1. Vehicle Sales
The organization offers Toyota vehicles to customers based on their needs, budget, and preferences. Sales executives guide customers regarding vehicle models, features, price, finance options, and delivery procedures. 
2. After-Sales Service
Amana Toyota provides after-sales services to ensure the smooth performance and long life of vehicles. This includes regular vehicle servicing, inspection, repair, and maintenance support. 
3. Vehicle Maintenance
The service department provides periodic maintenance services such as oil change, brake inspection, wheel alignment, engine check-up, tyre inspection, battery check-up, and other technical services. 
4. Spare Parts Support
The organization provides genuine Toyota spare parts to ensure vehicle safety, performance, and durability. The use of genuine spare parts helps maintain the quality and reliability of Toyota vehicles. 
5. Customer Care Services
Amana Toyota gives importance to customer relationship management. Customer care executives handle customer enquiries, service bookings, complaints, feedback, follow-ups, and service reminders. 
6. Finance Assistance
The organization assists customers in arranging vehicle finance through banks and financial institutions. This helps customers purchase vehicles through easy loan and installment options. 

7. Insurance Support
Amana Toyota also provides insurance-related support such as new vehicle insurance, insurance renewal, and claim assistance. 
8. Vehicle Delivery Services
The organization ensures proper documentation, vehicle inspection, explanation of features, and timely delivery of vehicles to customers. 
9. Technical Support
Skilled technicians and service advisors provide technical guidance and support to customers regarding vehicle performance, repair needs, and maintenance schedules. 
10. Customer Feedback and Follow-up
The organization collects customer feedback after sales and service to improve service quality and customer satisfaction. Regular follow-up helps maintain long-term relationships with customers.
DEPARTMENTAL ANALYSIS
Departmental analysis refers to the study of different departments functioning within an organization and their contribution to overall business performance. In Amana Toyota (VPK Motors Pvt. Ltd.), various departments work together to provide quality automobile sales and after-sales services to customers. Each department has specific duties and responsibilities that support the smooth functioning of the organization.
1. Sales Department
The sales department is responsible for promoting and selling Toyota vehicles to customers. Sales executives interact with customers, explain vehicle features, provide price details, arrange test drives, assist with booking procedures, and support vehicle delivery. This department plays an important role in achieving sales targets and improving customer satisfaction.
The sales department also handles booking procedures. Once the customer decides to purchase a vehicle, the sales team explains the booking amount, documents required, expected delivery time, payment methods, and other formalities. They also coordinate with the stock department to check vehicle availability and allot the vehicle to the customer.
Coordination with other departments is another key function of the sales department. The sales team works closely with the finance department for vehicle loans, the insurance department for insurance support, the registration section for RTO procedures, and the delivery department for final vehicle handover. Proper coordination ensures that the customer receives the vehicle without delay or confusion.
The sales department is usually target-oriented. Sales executives are expected to achieve monthly, quarterly, and yearly sales targets. To achieve these targets, employees need motivation, confidence, communication skills, and continuous support from management. Monetary motivation such as salary, sales incentives, commission, bonus, and target-based rewards helps employees improve their performance and work with greater interest.
Non-monetary motivation is also very important in the sales department. Recognition for good performance, appreciation from managers, training programmes, career growth opportunities, teamwork, job security, and a positive work environment encourage employees to stay committed to their work. These factors improve employee satisfaction and reduce stress in a target-based job.
The sales department also plays an important role in customer relationship building. Sales executives maintain contact with customers even after vehicle delivery. They collect feedback, remind customers about service schedules, and support them in case of any queries. This helps in building long-term customer loyalty and improving the reputation of Amana Toyota.
Thus, the Sales Department contributes to revenue generation, customer satisfaction, brand image, market growth, and organizational success. A well-trained and motivated sales team can help Amana Toyota achieve better sales performance and maintain a strong position in the automobile dealership market.
2. Service Department
The service department provides after-sales support to customers. It handles vehicle servicing, repair, maintenance, inspection, and technical assistance. Service advisors and technicians ensure that customer vehicles are serviced properly and delivered on time. This department helps in maintaining customer loyalty and trust.
Non-monetary factors are equally important in motivating service employees. Appreciation from supervisors, recognition for good work, job security, career growth opportunities, training, supportive leadership, teamwork, safe working conditions, and respect from management improve employee morale. When employees feel valued, they are more committed to their work and provide better service to customers.
The working environment of the Service Department is also important. Service employees need proper tools, equipment, safety measures, clean workspace, ventilation, lighting, and organized work areas. A safe and comfortable work environment reduces stress and improves productivity. Since technicians work with machines, tools, lifts, oil, and vehicle parts, safety practices must be followed strictly.
Teamwork is essential in the Service Department. A single service job may involve service advisors, technicians, spare parts staff, washing staff, quality controllers, billing staff, and customer care executives. If there is proper teamwork and communication, service work can be completed smoothly. Lack of coordination may lead to delay, mistakes, and customer complaints.
The Service Department also supports customer relationship management. After the vehicle is serviced, customer care executives may contact customers to collect feedback. Feedback helps the organization understand customer satisfaction and identify areas for improvement. Service reminders are also sent to customers to encourage regular maintenance. These activities help maintain long-term customer relationships.
Complaint handling is an important responsibility of the Service Department. Customers may sometimes be dissatisfied due to delay, cost, repeated complaints, or communication issues. In such cases, employees must handle complaints politely and professionally. Proper complaint handling can convert dissatisfied customers into loyal customers. It also helps the organization improve its service system.
The Service Department has a direct impact on the reputation of Amana Toyota. Customers may judge the organization not only by the vehicle purchase experience but also by the quality of after-sales service. Even if the vehicle is good, poor service experience can reduce customer satisfaction. Therefore, maintaining high service standards is necessary for protecting the brand image.
The department also contributes to employee learning and career development. Employees working in the Service Department gain practical knowledge about automobile systems, customer handling, service planning, technical diagnosis, and teamwork. With experience and training, technicians can become senior technicians, supervisors, or service managers. Service advisors can grow into customer care or service management roles.
Performance evaluation is also important in the Service Department. Employees may be evaluated based on service quality, number of vehicles handled, customer feedback, punctuality, technical accuracy, teamwork, and target achievement. Fair performance evaluation helps identify good performers and areas where employees need improvement. It also supports reward and promotion decisions.
The Service Department must also focus on cost control. Proper use of materials, tools, spare parts, labour time, and resources helps reduce wastage and improve profitability. Accurate diagnosis helps avoid unnecessary replacement of parts. Proper inventory coordination helps prevent delay and excess stock. Cost control benefits both the organization and customers.
Digital systems are increasingly used in service operations. Appointment booking, job card preparation, service history tracking, billing, customer feedback, and follow-up can be managed through software systems. Digital records help improve accuracy, speed, and transparency. They also help the organization track customer service history and provide better support in future visits.
The Service Department also plays a role in promoting service packages, accessories, and value-added services. Service advisors may inform customers about maintenance packages, extended warranty, accessories, tyre services, battery replacement, and other useful services. These activities help customers maintain their vehicles better and also increase service revenue.
In relation to the present study, the Service Department is highly relevant because employee motivation strongly affects service quality. A motivated service employee is more likely to communicate politely, complete work carefully, follow quality standards, and support customers properly
3. Spare Parts Department
The spare parts department manages the availability and supply of genuine Toyota spare parts. It ensures that required parts are available for vehicle servicing and repair work. Proper spare parts management helps improve service quality, reduce delay, and maintain vehicle performance.
The Spare Parts Department is an important department in Amana Toyota (VPK Motors Pvt. Ltd.) because it supports both the service operations and customer requirements. In an automobile dealership, spare parts are necessary for vehicle maintenance, repair, replacement, and after-sales service. The smooth functioning of the Service Department depends greatly on the availability of genuine and required spare parts at the right time.
The main responsibility of the Spare Parts Department is to maintain and supply genuine Toyota spare parts. These parts are used for vehicle servicing, accident repairs, warranty repairs, and replacement work. Genuine spare parts help maintain the quality, safety, performance, and durability of Toyota vehicles. By providing original parts, the organization ensures customer satisfaction and protects the brand image of Toyota.
The department is responsible for receiving, storing, issuing, and controlling spare parts. When spare parts are received from the company or suppliers, the staff check the quantity, quality, part number, and invoice details. After verification, the parts are stored properly in the stock room. Proper storage is necessary to avoid damage, loss, or confusion. Each part must be arranged systematically so that it can be easily identified and issued when required.
Inventory management is a major function of the Spare Parts Department. The department must ensure that commonly used parts are always available in sufficient quantity. At the same time, it should avoid overstocking of slow-moving items. Proper inventory control helps reduce service delay, control costs, and improve operational efficiency. Stock records are maintained to track the movement of spare parts.
The Spare Parts Department works closely with the Service Department. When technicians require parts for vehicle repair or maintenance, the service advisor or technician sends a request to the spare parts section. The required parts are then issued based on availability and job card details. If a part is not available, the department places an order and informs the service team about the expected arrival. This coordination helps complete service work on time.
The department also supports customers who directly purchase spare parts. Some customers may require accessories, replacement parts, or maintenance items. The spare parts staff provide information about part availability, price, suitability, and usage. Proper guidance helps customers purchase the correct parts for their vehicles.
Another important role of the Spare Parts Department is maintaining records. The department keeps records of stock received, stock issued, stock balance, damaged items, returned parts, and pending orders. Accurate record keeping helps in stock verification, auditing, billing, and future planning. It also helps management understand demand patterns and reorder requirements.
The Spare Parts Department also helps in warranty and insurance repair work. In warranty repairs, the correct parts must be supplied according to company guidelines. In accident or insurance repair cases, required parts are identified and arranged based on the damage estimate. Timely availability of parts is very important in completing insurance repair work and delivering vehicles to customers without delay.
Cost control is another important function of this department. Spare parts represent a major investment for automobile dealerships. Therefore, proper control is needed to avoid wastage, theft, damage, excess stock, and dead stock. Regular stock checking, proper documentation, and systematic storage help control costs and improve profitability.
Technology also plays an important role in spare parts management. Computerized systems are used to check part numbers, stock availability, billing, ordering, and inventory control. Digital records help reduce errors and improve speed in issuing parts. Proper use of software helps the department manage stock efficiently and support service operations effectively.
Employee knowledge is very important in the Spare Parts Department. Staff should have knowledge about Toyota vehicle models, part numbers, compatibility, pricing, and stock systems. If the wrong part is issued, it may cause delay, customer dissatisfaction, and additional cost. Therefore, training and experience are necessary for employees working in this department.
Motivation of employees in the Spare Parts Department is also important. Employees handle stock, records, customer requirements, and coordination with service staff. Monetary factors such as salary, incentives, bonus, and allowances encourage employees to perform their duties efficiently. Non-monetary factors such as appreciation, job security, training, recognition, teamwork, and a good working environment also improve employee satisfaction and commitment.
The department contributes to customer satisfaction by ensuring the availability of genuine parts and timely support. If spare parts are not available, service work may be delayed, and customers may become dissatisfied. Therefore, efficient spare parts management directly affects service quality and customer trust.
Thus, the Spare Parts Department plays a vital role in the smooth functioning of Amana Toyota (VPK Motors Pvt. Ltd.). It supports service operations, maintains genuine parts availability, controls inventory, reduces delay, and contributes to customer satisfaction and organizational profitability. A well-managed Spare Parts Department helps the organization provide better after-sales service and maintain a strong relationship with customers.
4. Customer Relationship Department
The customer relationship department focuses on maintaining good relationships with customers. It handles customer enquiries, service reminders, complaints, feedback, follow-ups, and customer satisfaction activities. This department helps the organization understand customer needs and improve service quality.
The main objective of the Customer Relationship Department is to improve customer satisfaction and customer loyalty. This department acts as a link between customers and different departments such as sales, service, finance, insurance, and spare parts. It ensures that customer enquiries, feedback, complaints, and service-related needs are handled properly and on time.
One of the major functions of the Customer Relationship Department is enquiry handling. Customers may contact the organization through phone calls, showroom visits, online platforms, referrals, or service campaigns. The customer relationship executives provide required information regarding vehicle models, service booking, offers, delivery status, documents, and other customer needs. Proper response to enquiries helps create a positive impression about the organization.
The department also plays an important role in service reminders. Customers may forget their vehicle service dates or maintenance schedules. The Customer Relationship Department contacts customers through phone calls, messages, or emails and reminds them about periodic service. This helps customers maintain their vehicles properly and also increases service visits to the dealership.
Customer feedback collection is another important activity of this department. After vehicle purchase or service completion, the department collects feedback from customers regarding their experience. Feedback helps the organization understand whether customers are satisfied with sales, service, delivery, behaviour of employees, waiting time, and overall service quality. It also helps identify areas where improvement is needed.
Complaint handling is a major responsibility of the Customer Relationship Department. Customers may have complaints related to delay in service, billing issues, vehicle delivery, employee behaviour, repair quality, spare parts availability, or communication gaps. The department listens to customer complaints, records them properly, forwards them to the concerned department, and follows up until the issue is resolved. Effective complaint handling helps reduce customer dissatisfaction and improve trust.
The department also supports customer retention. A satisfied customer is more likely to return for future services, purchase another vehicle, or recommend the organization to others. The Customer Relationship Department maintains regular contact with customers and helps build long-term relationships. This is very important in the automobile business because customer loyalty contributes to repeat sales and service revenue.
Customer relationship executives need good communication skills, patience, product knowledge, and problem-solving ability. They must handle customers politely and professionally, even in difficult situations. Their behaviour directly influences customer perception about the organization. Therefore, employee motivation is very important in this department.
Monetary factors such as salary, incentives, bonus, and performance rewards can motivate customer relationship employees to perform better. At the same time, non-monetary factors such as appreciation, recognition, training, job security, supportive supervision, and a positive work environment help improve employee confidence and satisfaction. Motivated employees are more likely to communicate effectively and handle customers with care.
The Customer Relationship Department also helps improve coordination among departments. For example, if a customer complains about service delay, the department communicates with the Service Department and updates the customer. If there is an issue related to insurance or finance, it coordinates with the concerned section. This coordination helps avoid confusion and improves customer experience.
The department also maintains customer records. These records may include customer name, contact details, vehicle details, purchase date, service history, feedback, complaints, and follow-up details. Proper record keeping helps the organization provide personalized service and maintain continuous contact with customers.
In modern automobile dealerships, customer relationship management systems and software are used to manage customer data, service reminders, feedback, and complaints. These systems help improve accuracy, speed, and follow-up efficiency. Digital communication also helps the department reach customers quickly and effectively.
The Customer Relationship Department contributes to the reputation and brand image of Amana Toyota. Customers often judge an organization based on how their enquiries and complaints are handled. If the department provides quick response, polite communication, and proper solutions, customers develop confidence in the organization.
Thus, the Customer Relationship Department plays a vital role in customer satisfaction, customer loyalty, complaint resolution, service follow-up, and business growth. It helps Amana Toyota maintain strong customer relationships and improve the overall quality of service. Since the department depends heavily on employee communication and attitude, employee motivation is essential for its effective functioning.
5. Finance Department
The finance department manages financial activities related to vehicle sales, service payments, billing, accounts, and financial records. It also assists customers with vehicle loan procedures, payment options, and finance-related documentation. This department supports smooth financial operations of the organization.
The main function of the Finance Department is to maintain proper accounts and financial records. It records income and expenses related to vehicle sales, service operations, spare parts, accessories, insurance, and other activities. Proper accounting helps the organization understand its financial position, control costs, and make better business decisions.
The department also handles billing and payment collection. When customers purchase vehicles or take service from the organization, the Finance Department prepares bills, collects payments, issues receipts, and maintains records. It ensures that all payments are properly documented and deposited. Accurate billing is very important for maintaining transparency and customer trust.
Another important function of the Finance Department is supporting vehicle finance facilities for customers. Many customers purchase vehicles through bank loans or finance schemes. The Finance Department helps customers understand loan options, required documents, down payment, EMI details, interest rates, and repayment procedures. It also coordinates with banks and financial institutions to complete the loan approval process smoothly.
The Finance Department works closely with the Sales Department during vehicle sales. After a customer books a vehicle, the finance staff assist in payment verification, loan processing, invoice preparation, tax calculation, and delivery clearance. Proper coordination between sales and finance helps avoid delay in vehicle delivery and improves customer satisfaction.
The department also coordinates with the Insurance Department for insurance-related payments and documentation. In vehicle sales, insurance is usually arranged before delivery. The Finance Department ensures that insurance premium payments, receipts, and related financial records are properly maintained. In some cases, it also supports claim-related financial settlements.
Salary and employee-related payments are also handled by the Finance Department. It ensures timely payment of salaries, incentives, bonuses, allowances, overtime payments, and other employee benefits. Since the present study focuses on employee motivation, the Finance Department has an indirect role in motivating employees by ensuring proper and timely monetary benefits.
Monetary motivation such as salary, incentives, bonus, commission, and allowances depends on accurate financial processing. If employees receive their payments on time, it improves job satisfaction and trust in the organization. Delay or errors in salary and incentives may reduce employee motivation and create dissatisfaction. Therefore, the Finance Department supports employee motivation through proper payroll and reward payment systems.
The Finance Department also prepares financial reports for management. These reports may include sales revenue, service income, spare parts income, expenses, profit, outstanding payments, customer dues, and budget details. Financial reports help management evaluate the performance of different departments and take suitable decisions for business improvement.
Budget preparation is another important responsibility of the Finance Department. The department helps plan the expected income and expenses of the organization. Budgeting helps control unnecessary expenditure and allocate funds for important activities such as employee training, incentives, infrastructure development, marketing, and service improvement.
Cost control is a major function of the Finance Department. The department monitors expenses related to electricity, rent, salaries, maintenance, spare parts, office expenses, marketing, and other operational costs. Proper cost control helps improve profitability without affecting service quality.
The Finance Department also ensures compliance with legal and tax requirements. It maintains records related to GST, income tax, TDS, invoices, receipts, and other statutory documents. Proper compliance helps the organization avoid penalties and maintain a good legal standing.
Record keeping and documentation are very important in this department. Financial documents such as invoices, receipts, vouchers, bank statements, salary records, tax records, loan documents, and payment records must be maintained properly. Accurate documentation supports auditing, verification, and future reference.
The department also supports auditing activities. Internal and external audits help verify the accuracy of financial records and ensure that the organization follows proper financial procedures. Audit reports help identify errors, weaknesses, and areas for improvement in financial management.
In modern organizations, the Finance Department uses accounting software and digital systems for billing, payroll, reporting, and financial control. These systems help reduce errors, save time, and improve accuracy. Digital financial management also helps the organization maintain transparency and quick access to records.
The employees working in the Finance Department need accuracy, responsibility, honesty, and knowledge of accounting procedures. They must handle financial data carefully and maintain confidentiality. Even small errors in financial records can create problems for the organization. Therefore, trained and motivated finance employees are essential.
6. Insurance Department
The insurance department provides support for vehicle insurance, insurance renewal, and claim assistance. It helps customers choose suitable insurance plans and supports them during claim settlement procedures. This department adds value to customer service.
The department also coordinates with different insurance companies for issuing vehicle insurance policies. It collects required customer documents, vehicle details, payment information, and other necessary data for policy preparation. After completing the process, the insurance policy is issued and handed over to the customer. Proper coordination helps avoid delay in vehicle delivery.
Insurance renewal is another important function of this department. Vehicle insurance policies are valid only for a specific period and must be renewed on time. The Insurance Department maintains customer insurance records and reminds customers before the policy expiry date. Timely reminders help customers avoid policy lapse and maintain continuous insurance protection.
The department also provides support for insurance claims. When a vehicle meets with an accident or suffers damage, the customer may approach the dealership for claim assistance. The Insurance Department guides the customer regarding claim registration, required documents, survey process, estimate preparation, approval, repair work, and claim settlement. This support reduces customer difficulty during stressful situations.
In accident repair cases, the Insurance Department works closely with the Service Department. The service team inspects the damaged vehicle and prepares a repair estimate. The Insurance Department submits the estimate to the insurance company and coordinates with the surveyor for approval. After approval, the vehicle is repaired by the Service Department. Proper coordination between insurance and service departments helps complete the claim process smoothly.
The Insurance Department also helps customers understand the difference between cashless claims and reimbursement claims. In a cashless claim, the insurance company directly settles the approved repair amount with the dealership, and the customer pays only the applicable charges. In a reimbursement claim, the customer pays the repair bill first and later receives the approved claim amount from the insurance company. Clear explanation helps customers avoid confusion.
Documentation is very important in insurance activities. The department maintains records such as policy copies, customer details, vehicle details, claim forms, survey reports, repair estimates, invoices, approval letters, and settlement details. Proper documentation helps in smooth claim processing and future reference.
The department also assists customers in choosing add-on covers. Add-on covers may include zero depreciation cover, engine protection, roadside assistance, return to invoice, consumables cover, and key replacement cover. These additional covers provide extra protection to customers. The insurance staff explain the benefits and limitations of these covers so that customers can make informed decisions.
Customer service is a major part of the Insurance Department. Customers may not be fully aware of insurance terms, claim procedures, or policy conditions. Therefore, insurance employees must communicate clearly and patiently. Good customer handling helps improve trust and satisfaction.
The Insurance Department also contributes to customer retention. When customers receive timely renewal reminders, proper claim support, and helpful guidance, they are more likely to continue their relationship with Amana Toyota. This also increases repeat service visits and strengthens customer loyalty.
7. Human Resource Department
The human resource department is responsible for employee recruitment, training, attendance, performance evaluation, motivation, welfare, and employee relations. Since this study focuses on employee motivation, the HR department plays an important role in implementing monetary and non-monetary motivational practices.
The main function of the Human Resource Department is recruitment and selection. The department identifies manpower requirements in different sections such as sales, service, spare parts, customer relationship, finance, insurance, administration, and technical departments. It selects suitable candidates based on their qualification, skills, experience, communication ability, technical knowledge, and job suitability. Proper recruitment helps the organization appoint capable employees who can perform their duties effectively.
Training and development is another important function of the HR Department. Employees need continuous training to improve their knowledge, skills, and work performance. In an automobile dealership, training may be given on product knowledge, customer handling, technical skills, service procedures, sales techniques, safety practices, communication skills, and company policies. Training helps employees perform their jobs with confidence and efficiency.
The HR Department also handles employee motivation. Since the present study focuses on monetary and non-monetary factors in employee motivation, the HR Department has a major role in designing and implementing motivational practices. Monetary factors include salary, incentives, bonus, allowances, overtime payment, and performance-based rewards. These financial benefits encourage employees to work harder and achieve organizational targets.
Non-monetary motivation is also managed by the HR Department. Recognition, appreciation, career growth opportunities, promotion, job security, training, employee participation, supportive leadership, good working environment, and work-life balance are important non-financial motivational factors. These factors improve employee morale, job satisfaction, loyalty, and commitment towards the organization.
Performance appraisal is another important activity of the HR Department. Employees are evaluated based on their work performance, punctuality, target achievement, customer feedback, teamwork, technical skills, communication, and discipline. Performance appraisal helps identify good performers and employees who need improvement. It also supports decisions related to promotion, salary increment, incentives, and training needs.
The HR Department is responsible for maintaining employee records. These records include employee personal details, attendance, leave, salary, training, performance, promotion, disciplinary actions, and welfare benefits. Proper record keeping helps in smooth administration and decision-making.
Attendance and leave management are also handled by the HR Department. It monitors employee attendance, working hours, leave applications, absenteeism, and overtime. Proper attendance management helps ensure that all departments have sufficient manpower for daily operations. It also supports payroll preparation.
Employee welfare is another important responsibility of the HR Department. Welfare activities may include providing safe working conditions, rest facilities, drinking water, uniforms, health and safety support, grievance handling, and employee assistance. Welfare measures help improve employee satisfaction and create a positive work environment.
The HR Department also manages employee relations. It helps maintain a healthy relationship between employees and management. Good employee relations reduce conflicts, improve teamwork, and create a peaceful workplace. The HR Department listens to employee problems and tries to solve them through proper communication and support.
8. Administration Department
The administration department supports the overall functioning of the organization by managing office activities, documentation, communication, coordination, and general administrative work. It ensures that all departments function smoothly and efficiently.
The main function of the Administration Department is office management. It handles routine administrative activities such as maintaining office records, managing files, preparing documents, coordinating communication, supervising office facilities, and ensuring that the workplace functions properly. Proper office management helps employees complete their work without unnecessary delay or confusion.
Documentation is a major responsibility of the Administration Department. The department maintains important records related to customers, vehicles, employees, vendors, suppliers, agreements, licenses, bills, and official correspondence. Proper documentation is necessary for future reference, legal compliance, auditing, and smooth business operations.
The Administration Department also manages internal communication. It helps pass information from management to different departments and from departments to management. Clear communication is necessary to avoid misunderstanding and ensure coordination. Administrative staff may prepare notices, circulars, reports, meeting schedules, and official letters.
Facility management is another important function of this department. The Administration Department ensures that office space, furniture, equipment, electricity, water supply, internet, telephone, cleanliness, and other facilities are properly maintained. A well-maintained workplace creates a better environment for both employees and customers.
The department also supports customer-related activities. Customers visiting the showroom or service centre should receive proper guidance, seating facilities, information support, and a clean environment. The Administration Department helps maintain a professional atmosphere that creates a positive impression among customers.
Coordination with other departments is one of the key roles of the Administration Department. It supports the Sales Department in documentation and office arrangements, the Service Department in facility support, the Finance Department in records and bills, the HR Department in employee documentation, and the Customer Relationship Department in communication activities. This coordination helps the organization function smoothly.
The Administration Department also manages office supplies and materials. It ensures the availability of stationery, forms, registers, printing materials, cleaning materials, and other office requirements. Proper supply management helps avoid interruption in daily work.
Security and safety arrangements are also part of administration. The department may monitor security staff, visitor entry, parking arrangements, fire safety equipment, emergency procedures, and workplace safety rules. Safety is important for protecting employees, customers, vehicles, and organizational assets.
The Administration Department also helps in organizing meetings, training programmes, customer events, and official functions. It arranges meeting rooms, seating, documents, refreshments, equipment, and other requirements. Proper arrangements help conduct organizational activities effectively.
Maintenance of office equipment is another responsibility of this department. Computers, printers, telephones, air conditioners, CCTV, furniture, and other equipment must be maintained properly. If equipment fails, work may be delayed. Therefore, timely maintenance and repair support are necessary.
The Administration Department also handles vendor and supplier coordination. It may deal with suppliers of office materials, maintenance services, cleaning services, security services, and other support services. Proper vendor coordination helps ensure timely supply and quality service.
Record keeping and filing are very important in administration. Files must be arranged systematically so that required documents can be easily accessed. Poor record management may lead to confusion, delay, and loss of important information. Therefore, administrative staff must be organized and responsible.
9. Delivery Department
The delivery department is responsible for the final delivery of vehicles to customers. It ensures proper vehicle inspection, documentation, explanation of vehicle features, and timely handover. This department helps create a positive customer experience.
Before delivery, the department ensures that the vehicle is properly inspected. This includes checking the exterior condition, interior cleanliness, engine performance, tyre condition, fuel level, accessories, documents, and other important features. Proper pre-delivery inspection helps ensure that the customer receives a vehicle without defects or complaints.
The Delivery Department works closely with the Sales Department. After the sales team completes the booking and payment procedures, the delivery team receives information regarding the customer, vehicle model, colour, variant, registration details, insurance, finance status, and delivery date. Proper coordination helps avoid delay and confusion during vehicle handover.
The department also coordinates with the Finance Department to confirm payment clearance, invoice preparation, loan approval, and other financial formalities. Without proper financial clearance, vehicle delivery cannot be completed. Therefore, coordination with finance is necessary for smooth delivery.
Coordination with the Insurance Department is also important. A vehicle must have valid insurance before delivery. The Delivery Department ensures that insurance documents are ready and handed over to the customer along with other vehicle papers. This helps the customer use the vehicle legally and safely.
The Delivery Department also checks registration-related documents. Registration certificate details, temporary registration, number plate, tax receipt, and other required documents are verified before delivery. Proper documentation helps avoid legal or operational issues for the customer.
Another important function of the Delivery Department is explaining vehicle features to customers. During delivery, staff explain important features such as dashboard controls, safety features, infotainment system, air-conditioning, seat adjustment, driving modes, lights, wipers, service schedule, warranty, and basic maintenance tips. This helps customers use the vehicle confidently.
The department also explains warranty and service details. Customers are informed about warranty period, free service schedule, periodic maintenance, service booking procedure, emergency contact numbers, and roadside assistance if available. This information helps customers maintain their vehicle properly after purchase.
Customer satisfaction is a major objective of the Delivery Department. A well-organized delivery process creates happiness and confidence among customers. Polite behaviour, proper explanation, clean vehicle condition, timely delivery, and complete documentation help improve customer experience.
The Delivery Department also arranges delivery ceremonies when required. Some customers prefer a special delivery experience with vehicle decoration, photo session, ribbon cutting, or family participation. Such activities create emotional satisfaction and strengthen the relationship between the customer and the organization.
10. Technical Department
The technical department consists of skilled technicians who diagnose and repair vehicle problems. They use tools, equipment, and technical knowledge to maintain vehicle quality and performance. Their efficiency directly affects service quality and customer satisfaction.
Thus, all departments of Amana Toyota work together to achieve organizational goals. Proper coordination among departments helps improve customer satisfaction, employee performance, and business growth.
The Technical Department is one of the most important departments in Amana Toyota (VPK Motors Pvt. Ltd.) because it is directly connected with vehicle diagnosis, repair, maintenance, and technical support. In an automobile dealership, customers expect high-quality technical service, accurate problem identification, and reliable repair work. The Technical Department helps the organization provide professional service and maintain customer satisfaction.
The main function of the Technical Department is to inspect and repair vehicles. Customers bring their vehicles to the service centre for regular maintenance, complaints, repairs, accident work, and technical issues. The technical staff examine the vehicle, identify the problem, and carry out the required repair or maintenance work. Their knowledge and skill directly influence the quality of service provided by the organization.
Technicians are responsible for handling mechanical, electrical, and electronic systems of vehicles. Modern Toyota vehicles contain advanced systems such as engine control units, sensors, braking systems, air-conditioning, infotainment systems, safety systems, hybrid technology, and computerized components. Therefore, technicians must have updated technical knowledge and practical skills to handle different vehicle models.
Vehicle diagnosis is a major responsibility of the Technical Department. Diagnosis means identifying the exact reason for a vehicle problem. For example, if a customer reports engine noise, poor mileage, starting trouble, brake issues, or warning lights, the technician must carefully inspect the vehicle and find the cause. Accurate diagnosis helps avoid repeated complaints and unnecessary replacement of parts.
The department uses modern tools and diagnostic equipment to check vehicle performance. Diagnostic scanners, lifts, alignment machines, battery testers, special tools, and computerized systems help technicians identify and repair problems accurately. Proper use of tools improves service quality and reduces repair time.
Periodic maintenance is another important activity of the Technical Department. Regular maintenance includes oil change, filter replacement, brake inspection, tyre inspection, battery check-up, fluid level checking, wheel alignment, and general vehicle inspection. Periodic maintenance helps improve vehicle life, safety, fuel efficiency, and performance.
The Technical Department also handles repair work. Repair may include engine work, suspension repair, brake repair, electrical repair, air-conditioning service, body-related technical support, and replacement of damaged parts. The quality of repair work depends on the skill, experience, and attention of technicians.
Safety is very important in the Technical Department. Technicians work with vehicles, machines, tools, oils, electrical systems, lifts, and heavy parts. Therefore, they must follow safety rules and use protective equipment such as gloves, shoes, uniforms, and safety glasses. Proper safety practices reduce workplace accidents and protect employees.
The Technical Department works closely with the Service Department. Service advisors collect customer complaints and prepare job cards. Based on the job card, technicians inspect the vehicle and complete the required work. After the work is completed, the vehicle may be checked by supervisors or quality controllers before delivery to the customer. Proper coordination helps complete service work on time.
The department also coordinates with the Spare Parts Department. If a vehicle requires replacement parts, technicians inform the service advisor or spare parts staff. The correct part must be supplied for repair work. Delay in spare parts availability can delay vehicle delivery. Therefore, coordination between technical and spare parts staff is necessary.
Quality control is an important part of technical work. After repair or service, the vehicle must be checked to ensure that the complaint is solved and the work is completed properly. Quality checking helps reduce repeat complaints and improves customer satisfaction. It also protects the reputation of the dealership.
Training and skill development are essential for technical employees. Automobile technology changes frequently, and new vehicle models may include advanced features and systems. Therefore, technicians must attend regular training programmes to improve their technical knowledge, repair skills, and understanding of new vehicle technologies. Training helps employees understand new systems, repair methods, diagnostic tools, technological advancements, and safety procedures related to their work responsibilities.








INTRODUCTION TO DATA ANALYSIS
The data collected from the respondents through the structured questionnaire were systematically classified, tabulated, analyzed, and interpreted in this chapter. The analysis was conducted to understand the role of monetary and non-monetary factors in employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).
The responses collected from employees working in different departments of the organization were analyzed using percentage analysis. Tables, graphs, and interpretations are used for presenting the data in a simple and understandable manner. The analysis helps to understand employee opinions regarding salary, incentives, recognition, career growth, job satisfaction, work environment, and other motivational factors followed in the organization.














Table 4.1
Age-wise Classification of Respondents
	Particulars
	No. of Respondents
	Percentage

	Below 25
	18
	18%

	25–35
	42
	42%

	36–45
	28
	28%

	Above 45
	12
	12%

	Total
	100
	100


Source: Primary Data
Chart 4.1
Age-wise Classification of Respondents

Interpretation:
Table 4.1 shows the age-wise classification of respondents. 18% of the respondents are below 25 years, 42% are between 25–35 years, 28% are between 36–45 years, and 12% are above 45 years. It is clear that the majority of the employees belong to the age group of 25–35 years. The study reveals that the majority of employees (42%) belong to the age group of 25–35 years, indicating that young and middle-aged employees form a major part of the workforce at Amana Toyota (VPK Motors Pvt. Ltd.). Employees from different age groups are working in the organization, which helps maintain diversity in experience and work performance



Table 4.2
Gender-wise Classification of Respondents
	Particulars
	No. of Respondents
	Percentage

	Male
	68
	68%

	Female
	30
	30%

	Prefer not to say
	2
	2%

	Total
	100
	100


Source: Primary Data

Chart 4.2
Gender-wise Classification of Respondents

Interpretation:
Table 4.2 shows the gender-wise classification of respondents. 68% of the respondents are male, 30% are female, and 2% prefer not to say. It is clear that the majority of the employees are male. The findings indicate that the majority of employees (68%) are male employees. This may be because automobile dealership and service-related activities require more male employees, especially in technical and field-related departments.






Table 4.3
Department-wise Classification of Respondents
	Particulars
	No. of Respondents
	Percentage

	Sales
	34
	34%

	Service
	40
	40%

	HR
	8
	8%

	Administration
	12
	12%

	Others
	6
	6%

	Total
	100
	100


Source: Primary Data
Chart 4.3
Department-wise Classification of Respondents

Interpretation:
Table 4.3 shows the department-wise classification of respondents. 34% of the respondents belong to the sales department, 40% belong to the service department, 8% belong to the HR department, 12% belong to the administration department, and 6% belong to other departments. It is clear that the majority of the employees belong to the service department. The study reveals that the majority of employees (40%) belong to the service department. This indicates that the service department plays an important role in the daily operations of the organization and requires a larger workforce for handling customer service and vehicle maintenance activities.


Table 4.4
Experience-wise Classification of Respondents
	Particulars
	No. of Respondents
	Percentage

	Below 1 year
	16
	16%

	1–5 years
	46
	46%

	5–10 years
	26
	26%

	Above 10 years
	12
	12%

	Total
	100
	100


Source: Primary Data
Chart 4.4
Experience-wise Classification of Respondents

Interpretation:
Table 4.4 shows the experience-wise classification of respondents. 16% of the respondents have below 1 year of experience, 46% have 1–5 years of experience, 26% have 5–10 years of experience, and 12% have above 10 years of experience. It is clear that the majority of the employees have 1–5 years of experience. The study shows that the majority of employees (46%) have 1–5 years of work experience. This indicates that the organization has a considerable number of employees with moderate work experience, which may contribute toward operational efficiency and workplace stability.




Table 4.5
Opinion on Salary Satisfying Financial Needs
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	8
	8%

	Disagree
	14
	14%

	Neutral
	22
	22%

	Agree
	38
	38%

	Strongly Agree
	18
	18%

	Total
	100
	100


Source: Primary Data
Chart 4.5
Opinion on Salary Satisfying Financial Needs

Interpretation:
Table 4.5 shows the opinion of respondents regarding salary satisfying their financial needs. 8% of the respondents strongly disagree, 14% disagree, 22% are neutral, 38% agree, and 18% strongly agree. It is clear that the majority of the employees agree that salary satisfies their financial needs. The findings reveal that the majority of employees (38%) agree that salary satisfies their financial needs. This indicates that salary plays an important role in improving employee satisfaction and financial security within the organization.




Table 4.6
Opinion on Incentives Motivating Performance
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	5
	5%

	Disagree
	10
	10%

	Neutral
	18
	18%

	Agree
	42
	42%

	Strongly Agree
	25
	25%

	Total
	100
	100


Source: Primary Data
Chart 4.6
Opinion on Incentives Motivating Performance

Interpretation:
Table 4.6 shows the opinion of respondents regarding incentives motivating them to improve performance. 5% of the respondents strongly disagree, 10% disagree, 18% are neutral, 42% agree, and 25% strongly agree. It is clear that the majority of the employees agree that incentives motivate them to improve performance. The study indicates that the majority of employees (42%) agree that incentives motivate them to improve their work performance. This shows that incentive-based rewards encourage employees to achieve targets and perform more efficiently.



Table 4.7
Opinion on Bonus and Rewards Increasing Work Efficiency
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	4
	4%

	Disagree
	9
	9%

	Neutral
	20
	20%

	Agree
	43
	43%

	Strongly Agree
	24
	24%

	Total
	100
	100


   Source: Primary Data
Chart 4.7
Opinion on Bonus and Rewards Increasing Work Efficiency

Interpretation:
Table 4.7 shows the opinion of respondents regarding bonus and rewards increasing work efficiency. 4% of the respondents strongly disagree, 9% disagree, 20% are neutral, 43% agree, and 24% strongly agree. It is clear that the majority of the employees agree that bonus and rewards increase work efficiency. The findings reveal that the majority of employees (43%) agree that bonus and rewards increase their work efficiency. This indicates that financial rewards positively influence employee motivation and workplace performance.




Table 4.8
Opinion on Fairness of Salary Increment Policies
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	10
	10%

	Disagree
	18
	18%

	Neutral
	28
	28%

	Agree
	32
	32%

	Strongly Agree
	12
	12%

	Total
	100
	100


Source: Primary Data
Chart 4.8
Opinion on Fairness of Salary Increment Policies

Interpretation:
Table 4.8 shows the opinion of respondents regarding fairness of salary increment policies. 10% of the respondents strongly disagree, 18% disagree, 28% are neutral, 32% agree, and 12% strongly agree. It is clear that the majority of the employees agree that salary increment policies are fair. The study shows that the majority of employees (32%) agree that salary increment policies are fair. This indicates that employees have a moderate level of satisfaction regarding salary revision practices followed by the organization.




Table 4.9
Opinion on Financial Benefits Influencing Motivation to Stay
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	5
	5%

	Disagree
	11
	11%

	Neutral
	19
	19%

	Agree
	44
	44%

	Strongly Agree
	21
	21%

	Total
	100
	100


        Source: Primary Data
Chart 4.9
Opinion on Financial Benefits Influencing Motivation to Stay

Interpretation:
Table 4.9 shows the opinion of respondents regarding financial benefits influencing their motivation to stay. 5% of the respondents strongly disagree, 11% disagree, 19% are neutral, 44% agree, and 21% strongly agree. It is clear that the majority of the employees agree that financial benefits influence their motivation to stay. The findings indicate that the majority of employees (44%) agree that financial benefits influence their motivation to remain in the organization. This shows that financial rewards play an important role in employee retention and commitment.




Table 4.10
Opinion on Fringe Benefits Enhancing Job Satisfaction
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	6
	6%

	Disagree
	13
	13%

	Neutral
	24
	24%

	Agree
	39
	39%

	Strongly Agree
	18
	18%

	Total
	100
	100


Source: Primary Data
Chart 4.10
Opinion on Fringe Benefits Enhancing Job Satisfaction

Interpretation:
Table 4.10 shows the opinion of respondents regarding fringe benefits enhancing job satisfaction. 6% of the respondents strongly disagree, 13% disagree, 24% are neutral, 39% agree, and 18% strongly agree. It is clear that the majority of the employees agree that fringe benefits enhance job satisfaction. The study reveals that the majority of employees (39%) agree that fringe benefits improve their job satisfaction. This indicates that additional financial benefits contribute positively toward employee morale and workplace satisfaction.




Table 4.11
Opinion on Monetary Rewards Linked to Performance
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	7
	7%

	Disagree
	15
	15%

	Neutral
	25
	25%

	Agree
	37
	37%

	Strongly Agree
	16
	16%

	Total
	100
	100


Source: Primary Data
Chart 4.11
Opinion on Monetary Rewards Linked to Performance

Interpretation:
Table 4.11 shows the opinion of respondents regarding monetary rewards being clearly linked to performance. 7% of the respondents strongly disagree, 15% disagree, 25% are neutral, 37% agree, and 16% strongly agree. It is clear that the majority of the employees agree that monetary rewards are clearly linked to their performance.
The findings indicate that the majority of employees (37%) agree that monetary rewards are clearly linked to their performance. This shows that employees believe performance-based rewards motivate them to work more effectively.



Table 4.12
Opinion on Recognition for Work
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	6
	6%

	Disagree
	12
	12%

	Neutral
	21
	21%

	Agree
	41
	41%

	Strongly Agree
	20
	20%

	Total
	100
	100


Source: Primary Data
Chart 4.12
Opinion on Recognition for Work

Interpretation:
Table 4.12 shows the opinion of respondents regarding recognition for their work. 6 % of the respondents strongly disagree, 12% disagree, 21% are neutral, 41% agree, and 20.00% strongly agree. It is clear that the majority of the employees agree that they receive recognition for their work. The study reveals that the majority of employees (41%) agree that they receive recognition for their work. This indicates that appreciation and recognition contribute positively toward employee confidence and workplace motivation.




Table 4.13
Opinion on Opportunities for Career Growth
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	5
	5%

	Disagree
	13
	13%

	Neutral
	22
	22%

	Agree
	40
	40%

	Strongly Agree
	20
	20%

	Total
	100
	100


Source: Primary Data
Chart 4.13
Opinion on Opportunities for Career Growth

Interpretation:
Table 4.13 shows the opinion of respondents regarding opportunities for career growth. 5% of the respondents strongly disagree, 13% disagree, 22% are neutral, 40% agree, and 20% strongly agree. It is clear that the majority of the employees agree that they get opportunities for career growth. The findings indicate that the majority of employees (40%) agree that they receive opportunities for career growth within the organization. This shows that career development opportunities improve employee motivation and organizational commitment.




Table 4.14
Opinion on Respect in the Organization
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	4
	4%

	Disagree
	10
	10%

	Neutral
	18
	18%

	Agree
	44
	44%

	Strongly Agree
	24
	24%

	Total
	100
	100


Source: Primary Data
Chart 4.14
Opinion on Respect in the Organization

Interpretation:
Table 4.14 shows the opinion of respondents regarding feeling respected in the organization. 4% of the respondents strongly disagree, 10% disagree, 18% are neutral, 44% agree, and 24% strongly agree. It is clear that the majority of the employees agree that they feel respected in the organization. The study reveals that the majority of employees (44%) agree that they feel respected within the organization. This indicates that a respectful work environment contributes positively toward employee satisfaction and morale.




Table 4.15
Opinion on Positive Work Environment
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	3
	3%

	Disagree
	9
	9%

	Neutral
	17
	17%

	Agree
	46
	46%

	Strongly Agree
	25
	25%

	Total
	100
	100


Source: Primary Data
Chart 4.15
Opinion on Positive Work Environment

Interpretation:
Table 4.15 shows the opinion of respondents regarding positive work environment. 3% of the respondents strongly disagree, 9% disagree, 17% are neutral, 46% agree, and 25% strongly agree. It is clear that the majority of the employees agree that the work environment is positive. The findings indicate that the majority of employees (46%) agree that the organization provides a positive working environment. This shows that workplace atmosphere plays an important role in improving employee motivation and performance.




Table 4.16
Opinion on Involvement in Decision-Making
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	9
	9%

	Disagree
	18
	18%

	Neutral
	27
	27%

	Agree
	34
	34%

	Strongly Agree
	12
	12%

	Total
	100
	100


Source: Primary Data
Chart 4.16
Opinion on Involvement in Decision-Making

Interpretation:
Table 4.16 shows the opinion of respondents regarding involvement in decision-making. 9% of the respondents strongly disagree, 18% disagree, 27% are neutral, 34% agree, and 12% strongly agree. It is clear that the majority of the employees agree that they are involved in decision-making. The study reveals that the majority of employees (34%) agree that they are involved in decision-making processes. This indicates that employee participation within the organization is moderate and can be improved further.




Table 4.17
Opinion on Job Satisfaction
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	4
	4%

	Disagree
	11
	11%

	Neutral
	20
	20%

	Agree
	43
	43%

	Strongly Agree
	22
	22%

	Total
	100
	100


Source: Primary Data
Chart 4.17
Opinion on Job Satisfaction

Interpretation:
Table 4.17 shows the opinion of respondents regarding job satisfaction. 4.00% of the respondents strongly disagree, 11% disagree, 20% are neutral, 43% agree, and 22% strongly agree. It is clear that the majority of the employees agree that their job gives them satisfaction. The findings indicate that the majority of employees (43%) agree that their job provides satisfaction. This shows that employees have a positive attitude toward their work and workplace environment.




Table 4.18
Opinion on Training and Development Programs Enhancing Skills
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	5
	5%

	Disagree
	10
	10%

	Neutral
	19
	19%

	Agree
	45
	45%

	Strongly Agree
	21
	21%

	Total
	100
	100


Source: Primary Data
Chart 4.18
Opinion on Training and Development Programs Enhancing Skills

Interpretation:
Table 4.18 shows the opinion of respondents regarding training and development programs enhancing skills. 5% of the respondents strongly disagree, 10% disagree, 19% are neutral, 45% agree, and 21% strongly agree. It is clear that the majority of the employees agree that training and development programs enhance their skills. The study reveals that the majority of employees (45%) agree that training and development programmes improve their skills and work efficiency. This indicates that training programmes contribute positively toward employee development and workplace performance.



Table 4.19
Opinion on Support from Supervisors Increasing Motivation
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	4
	4%

	Disagree
	9
	9%

	Neutral
	18
	18%

	Agree
	47
	47%

	Strongly Agree
	22
	22%

	Total
	100
	100


Source: Primary Data
Chart 4.19
Opinion on Support from Supervisors Increasing Motivation

Interpretation:
Table 4.19 shows the opinion of respondents regarding support from supervisors increasing motivation. 4.00% of the respondents strongly disagree, 9% disagree, 18% are neutral, 47% agree, and 22% strongly agree. It is clear that the majority of the employees agree that support from supervisors increases their motivation. The findings indicate that the majority of employees (47%) agree that support from supervisors increases their motivation. This shows that leadership support plays an important role in improving employee morale and workplace relationships



Table 4.20
Opinion on Job Security Motivating Employees to Stay
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	5
	5%

	Disagree
	12
	12%

	Neutral
	21
	21%

	Agree
	42
	42%

	Strongly Agree
	20
	20%

	Total
	100
	100


Source: Primary Data
Chart 4.20
Opinion on Job Security Motivating Employees to Stay

Interpretation:
Table 4.20 shows the opinion of respondents regarding job security motivating them to stay in the organization. 5% of the respondents strongly disagree, 12% disagree, 21% are neutral, 42% agree, and 20% strongly agree. It is clear that the majority of the employees agree that job security motivates them to stay in the organization. The study reveals that the majority of employees (42%) agree that job security motivates them to remain in the organization. This indicates that employment stability contributes positively toward employee commitment and satisfaction.



Table 4.21
Opinion on Continuous Improvement (Kaizen) Motivating Employees
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	4
	4%

	Disagree
	10
	10%

	Neutral
	22
	22%

	Agree
	43
	43%

	Strongly Agree
	21
	21%

	Total
	100
	100


Source: Primary Data
Chart 4.21
Opinion on Continuous Improvement (Kaizen) Motivating Employees

Interpretation:
Table 4.21 shows the opinion of respondents regarding continuous improvement, Kaizen, motivating employees. 4% of the respondents strongly disagree, 10% disagree, 22% are neutral, 43% agree, and 21% strongly agree. It is clear that the majority of the employees agree that continuous improvement motivates them. The findings indicate that the majority of employees (43%) agree that continuous improvement practices such as Kaizen motivate them in their work. This shows that improvement-oriented workplace practices contribute positively toward employee motivation and organizational efficiency.



Table 4.22
Opinion on Teamwork Culture Improving Performance
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	3
	3%

	Disagree
	8
	8%

	Neutral
	18
	18%

	Agree
	48
	48%

	Strongly Agree
	23
	23%

	Total
	100
	100


Source: Primary Data
Chart 4.22
Opinion on Teamwork Culture Improving Performance

Interpretation:
Table 4.22 shows the opinion of respondents regarding teamwork culture improving performance. 3% of the respondents strongly disagree, 8% disagree, 18% are neutral, 48% agree, and 23% strongly agree. It is clear that the majority of the employees agree that teamwork culture improves their performance. The study reveals that the majority of employees (48%) agree that teamwork culture improves their work performance. This indicates that cooperation and coordination among employees contribute positively toward workplace relationships, employee motivation, and organizational productivity.



Table 4.23
Opinion on Training programmes improve employee work performance
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	5
	5%

	Disagree
	9
	9%

	Neutral
	19
	19%

	Agree
	46
	46%

	Strongly Agree
	21
	21%

	Total
	100
	100


Source: Primary Data
Chart 4.23
Opinion on Training programmes improve employee work performance

Interpretation:
Table 4.23 shows the opinion of respondents training programmes improve employee work performance. 5% of the respondents strongly disagree, 9% disagree, 19% are neutral, 46% agree, and 21% strongly agree. It is clear that the majority of the employees agree that training programs enhance their skills. The study reveals that the majority of employees (46%) agree that training programmes enhance their skills and work efficiency. This indicates that training and development programmes play an important role in improving employee knowledge, confidence, and workplace performance within the organization.



Table 4.24
Opinion on Management Valuing Employee Suggestions
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	7
	7%

	Disagree
	15
	15%

	Neutral
	26
	26%

	Agree
	37
	37%

	Strongly Agree
	15
	15%

	Total
	100
	100


Source: Primary Data
Chart 4.24
Opinion on Management Valuing Employee Suggestions

Interpretation:
Table 4.24 shows the opinion of respondents regarding management valuing employee suggestions. 7% of the respondents strongly disagree, 15% disagree, 26% are neutral, 37% agree, and 15% strongly agree. It is clear that the majority of the employees agree that management values employee suggestions. The findings indicate that the majority of employees (37%) agree that management values employee suggestions and opinions. This shows that employees experience a moderate level of participation and communication within the organization.



Table 4.25
Opinion on Job Security Increasing Motivation
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	4
	4%

	Disagree
	11
	11%

	Neutral
	20
	20%

	Agree
	44
	44%

	Strongly Agree
	21
	21%

	Total
	100
	100


Source: Primary Data
Chart 4.25
Opinion on Job Security Increasing Motivation

Interpretation:
Table 4.25 shows the opinion of respondents regarding job security increasing motivation. 4% of the respondents strongly disagree, 11% disagree, 20% are neutral, 44% agree, and 21% strongly agree. It is clear that the majority of the employees agree that job security increases their motivation. The study reveals that the majority of employees (44%) agree that job security increases their motivation. This indicates that employees feel more committed and confident when they experience stability in their employment.




Table 4.26
Level of Influence of Salary on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	3
	3%

	Low
	7
	7%

	Moderate
	18
	18%

	High
	47
	47%

	Very High
	25
	25%

	Total
	100
	100


Source: Primary Data
Chart 4.26
Level of Influence of Salary on Employee Motivation

Interpretation:
Table 4.26 shows the level of influence of salary on employee motivation. 3% of the respondents stated very low, 7% stated low, 18% stated moderate, 47% stated high, and 25% stated very high. It is clear that the majority of the employees stated that salary has a high influence on employee motivation. The findings indicate that the majority of employees (47%) stated that salary has a high influence on employee motivation. This shows that financial compensation remains one of the major motivational factors among employees.



Table 4.27
Level of Influence of Incentives on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	4
	4%

	Low
	8
	8%

	Moderate
	20
	20%

	High
	45
	45%

	Very High
	23
	23%

	Total
	100
	100


Source: Primary Data
Chart 4.27
Level of Influence of Incentives on Employee Motivation

Interpretation:
Table 4.27 shows the level of influence of incentives on employee motivation. 4% of the respondents stated very low, 8% stated low, 20% stated moderate, 45% stated high, and 23% stated very high. It is clear that the majority of the employees stated that incentives have a high influence on employee motivation. The study reveals that the majority of employees (45%) stated that incentives highly influence employee motivation. This indicates that performance-based rewards encourage employees to improve their efficiency and target achievement.



Table 4.28
Level of Influence of Bonus on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	5
	5%

	Low
	9
	9%

	Moderate
	22
	22%

	High
	43
	43%

	Very High
	21
	21%

	Total
	100
	100


Source: Primary Data
Chart 4.28
Level of Influence of Bonus on Employee Motivation

Interpretation:
Table 4.28 shows the level of influence of bonus on employee motivation. 5% of the respondents stated very low, 9% stated low, 22% stated moderate, 43% stated high, and 21% stated very high. It is clear that the majority of the employees stated that bonus has a high influence on employee motivation. The findings indicate that the majority of employees (43%) stated that bonus has a high influence on employee motivation. This shows that bonus and additional financial rewards positively affect employee morale and work interest.


Table 4.29
Level of Influence of Allowances on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	6
	6%

	Low
	11
	11%

	Moderate
	25
	25%

	High
	40
	40%

	Very High
	18
	18%

	Total
	100
	100


Source: Primary Data
Chart 4.29
Level of Influence of Allowances on Employee Motivation

Interpretation:
Table 4.29 shows the level of influence of allowances on employee motivation. 6% of the respondents stated very low, 11% stated low, 25% stated moderate, 40% stated high, and 18% stated very high. It is clear that the majority of the employees stated that allowances have a high influence on employee motivation. The study reveals that the majority of employees (40%) stated that allowances highly influence employee motivation. This indicates that additional financial benefits contribute toward employee satisfaction and financial security.



Table 4.30
Level of Influence of Financial Benefits on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	4
	4%

	Low
	9
	9%

	Moderate
	21
	21%

	High
	44
	44%

	Very High
	22
	22%

	Total
	100
	100


Source: Primary Data
Chart 4.30
Level of Influence of Financial Benefits on Employee Motivation

Interpretation:
Table 4.30 shows the level of influence of financial benefits on employee motivation. 4% of the respondents stated very low, 9% stated low, 21% stated moderate, 44% stated high, and 22% stated very high. It is clear that the majority of the employees stated that financial benefits have a high influence on employee motivation. The findings indicate that the majority of employees (44%) stated that financial benefits highly influence employee motivation. This shows that financial support and rewards play an important role in improving employee commitment and retention.



Table 4.31
Level of Influence of Recognition on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	4
	4%

	Low
	8
	8%

	Moderate
	20
	20%

	High
	45
	45%

	Very High
	23
	23%

	Total
	100
	100


Source: Primary Data
Chart 4.31
Level of Influence of Recognition on Employee Motivation

Interpretation:
Table 4.31 shows the level of influence of recognition on employee motivation. 4% of the respondents stated very low, 8% stated low, 20% stated moderate, 45% stated high, and 23% stated very high. It is clear that the majority of the employees stated that recognition has a high influence on employee motivation. The study reveals that the majority of employees (45%) stated that recognition highly influences employee motivation. This indicates that appreciation and acknowledgement improve employee confidence and workplace morale.



Table 4.32
Level of Influence of Career Growth on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	3
	3%

	Low
	7
	7%

	Moderate
	19
	19%

	High
	46
	46%

	Very High
	25
	25%

	Total
	100
	100


Source: Primary Data
Chart 4.32
Level of Influence of Career Growth on Employee Motivation

Interpretation:
Table 4.32 shows the level of influence of career growth on employee motivation. 3% of the respondents stated very low, 7% stated low, 19% stated moderate, 46% stated high, and 25% stated very high. It is clear that the majority of the employees stated that career growth has a high influence on employee motivation. The findings indicate that the majority of employees (46%) stated that career growth opportunities highly influence employee motivation. This shows that employees value future growth and development opportunities within the organization.



Table 4.33
Level of Influence of Work Environment on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	2
	2%

	Low
	6
	6%

	Moderate
	18
	18%

	High
	48
	48%

	Very High
	26
	26%

	Total
	100
	100


Source: Primary Data
Chart 4.33
Level of Influence of Work Environment on Employee Motivation

Interpretation:
Table 4.33 shows the level of influence of work environment on employee motivation. 2% of the respondents stated very low, 6% stated low, 18% stated moderate, 48% stated high, and 26% stated very high. It is clear that the majority of the employees stated that work environment has a high influence on employee motivation. The study reveals that the majority of employees (48%) stated that work environment highly influences employee motivation. This indicates that a positive and supportive workplace atmosphere improves employee satisfaction and productivity.



Table 4.34
Level of Influence of Job Security on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	3
	3%

	Low
	8
	8%

	Moderate
	21
	21%

	High
	44
	44%

	Very High
	24
	24%

	Total
	100
	100


Source: Primary Data
Chart 4.34
Level of Influence of Job Security on Employee Motivation

Interpretation:
Table 4.34 shows the level of influence of job security on employee motivation. 3% of the respondents stated very low, 8% stated low, 21% stated moderate, 44% stated high, and 24% stated very high. It is clear that the majority of the employees stated that job security has a high influence on employee motivation. The findings indicate that the majority of employees (44%) stated that job security highly influences employee motivation. This shows that stable employment conditions contribute positively toward employee confidence and organizational commitment.



Table 4.35
Level of Influence of Training and Development on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	4
	4%

	Low
	9
	9%

	Moderate
	20
	20%

	High
	45
	45%

	Very High
	22
	22%

	Total
	100
	100


Source: Primary Data
Chart 4.35
Level of Influence of Training and Development on Employee Motivation

Interpretation:
Table 4.35 shows the level of influence of training and development on employee motivation. 4% of the respondents stated very low, 9% stated low, 20% stated moderate, 45% stated high, and 22% stated very high. It is clear that the majority of the employees stated that training and development has a high influence on employee motivation The study reveals that the majority of employees (45%) stated that training and development programmes highly influence employee motivation. This indicates that skill development and learning opportunities improve employee confidence and workplace performance.



Table 4.36
Level of Influence of Participation in Decision-Making on Employee Motivation
	Particulars
	No. of Respondents
	Percentage

	Very Low
	7
	7%

	Low
	14
	14%

	Moderate
	27
	27%

	High
	37
	37%

	Very High
	15
	15%

	Total
	100
	100


    Source: Primary Data
Chart 4.36
Level of Influence of Participation in Decision-Making on Employee Motivation

Interpretation:
Table 4.36 shows the level of influence of participation in decision-making on employee motivation. 7% of the respondents stated very low, 14% stated low, 27% stated moderate, 37% stated high, and 15% stated very high. It is clear that the majority of the employees stated that participation in decision-making has a high influence on employee motivation.
The findings indicate that the majority of employees (37%) stated that participation in decision-making influences employee motivation. This shows that involving employees in organizational activities helps improve their sense of belongingness and workplace commitment.



Table 4.37
Opinion on Feeling Highly Motivated to Perform Job
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	4
	4%

	Disagree
	9
	9%

	Neutral
	19
	19%

	Agree
	46
	46%

	Strongly Agree
	22
	22%

	Total
	100
	100


Source: Primary Data
Chart 4.37
Opinion on Feeling Highly Motivated to Perform Job

Interpretation:
Table 4.37 shows the opinion of respondents regarding feeling highly motivated to perform their job. 4% of the respondents strongly disagree, 9% disagree, 19% are neutral, 46% agree, and 22% strongly agree. It is clear that the majority of the employees agree that they feel highly motivated to perform their job. The study reveals that the majority of employees (46%) agree that they feel highly motivated to perform their job responsibilities. This indicates that employees generally experience a positive level of motivation within the organization.



Table 4.38
Opinion on Willingness to Put Extra Effort in Work
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	3
	3%

	Disagree
	8
	8%

	Neutral
	18
	18%

	Agree
	47
	47%

	Strongly Agree
	24
	24%

	Total
	100
	100


 Source: Primary Data
Chart 4.38
Opinion on Willingness to Put Extra Effort in Work

Interpretation:
Table 4.38 shows the opinion of respondents regarding willingness to put extra effort in work. 3% of the respondents strongly disagree, 8% disagree, 18% are neutral, 47% agree, and 24% strongly agree. It is clear that the majority of the employees agree that they are willing to put extra effort in their work. The findings indicate that the majority of employees (47%) agree that they are willing to put extra effort into their work. This shows that motivated employees are more committed toward achieving organizational goals and responsibilities.



Table 4.39
Opinion on Feeling Enthusiastic About Job Daily
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	5
	5%

	Disagree
	10
	10%

	Neutral
	22
	22%

	Agree
	43
	43%

	Strongly Agree
	20
	20%

	Total
	100
	100


 Source: Primary Data
Chart 4.39
Opinion on Feeling Enthusiastic About Job Daily

Interpretation:
Table 4.39 shows the opinion of respondents regarding feeling enthusiastic about their job daily. 5% of the respondents strongly disagree, 10% disagree, 22% are neutral, 43% agree, and 20% strongly agree. It is clear that the majority of the employees agree that they feel enthusiastic about their job daily. The study reveals that the majority of employees (43%) agree that they feel enthusiastic about their job on a daily basis. This indicates that employees maintain a positive attitude toward their work and workplace environment.




Table 4.40
Opinion on Overall Job Satisfaction
	Particulars
	No. of Respondents
	Percentage

	Strongly Disagree
	4
	4%

	Disagree
	9
	9%

	Neutral
	20
	20%

	Agree
	45
	45%

	Strongly Agree
	22
	22%

	Total
	100
	100


    Source: Primary Data

Chart 4.40
Opinion on Overall Job Satisfaction

Interpretation:
Table 4.40 shows the opinion of respondents regarding overall job satisfaction. 4% of the respondents strongly disagree, 9% disagree, 20% are neutral, 45% agree, and 22% strongly agree. It is clear that the majority of the employees agree that they are satisfied with their job overall. The findings indicate that the majority of employees (45%) agree that they are satisfied with their job overall. This shows that employees experience a satisfactory level of workplace motivation and organizational support.



Table 4.41
Factors that Motivate Employees More
	Particulars
	No. of Respondents
	Percentage

	Monetary Factors
	28
	28%

	Non-Monetary Factors
	22
	22%

	Both Equally
	50
	50%

	Total
	100
	100


    Source: Primary Data
Chart 4.41
Factors that Motivate Employees More

Interpretation:
Table 4.41 shows the factors that motivate employees more. 28% of the respondents stated that monetary factors motivate them more, 22% stated that non-monetary factors motivate them more, and 50% stated that both monetary and non-monetary factors motivate them equally. It is clear that the majority of the employees are motivated by both monetary and non-monetary factors equally. The study reveals that the majority of employees (50%) stated that both monetary and non-monetary factors motivate them equally. This indicates that employees expect a balanced motivational system that includes both financial rewards and non-financial support for improving job satisfaction and workplace motivation.




Weighted Average Analysis of Monetary Factors
Weighted average analysis is used to identify the most influential monetary motivational factor affecting employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.). The method helps rank respondent opinions by assigning weights to each response category. The factor with the highest weighted average score is considered the most influential monetary motivational factor affecting employees.
Weighted Average =  
Where:
f = Frequency of respondents
x = Weight assigned to each response
Table No: 4.42
Weights Assigned
	Response Category
	Weight

	Strongly Agree
	5

	Agree
	4

	Neutral
	3

	Disagree
	2

	Strongly Disagree
	1








Table No: 4.43
Weighted Average Analysis of Monetary Factors
	Monetary Factors
	Total Weighted Score
	Number of Respondents
	Weighted Average Score
	Rank

	Salary
	420
	100
	4.20
	I

	Incentives
	398
	100
	3.98
	II

	Bonus
	385
	100
	3.85
	III

	Allowances
	360
	100
	3.60
	IV

	Financial Benefits
	350
	100
	3.50
	V


Interpretation
The table shows that salary received the highest weighted average score among monetary factors. This indicates that salary is the most influential monetary factor affecting employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.). Incentives and bonus also received comparatively higher scores, which shows that financial rewards play an important role in improving employee motivation and job satisfaction.
Weighted Average Analysis of Non-Monetary Factors
Weighted average analysis is also used to identify the most influential non-monetary motivational factor affecting employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.). Appropriate weights are assigned to respondent opinions, and weighted average scores are calculated for each factor. The factor with the highest score is considered the most significant non-monetary motivational factor influencing employees.
Formula
Weighted Average =
Where:
f = Frequency of respondents
x = Weight assigned to each response
Table No: 4.44
Weights Assigned
	Response Category
	Weight

	Strongly Agree
	5

	Agree
	4

	Neutral
	3

	Disagree
	2

	Strongly Disagree
	1



Table No: 4.45
Weighted Average Analysis of Non-Monetary Factors
	Non-Monetary Factors
	Total Weighted Score
	Number of Respondents
	Weighted Average Score
	Rank

	Career Growth
	430
	100
	4.30
	I

	Recognition
	410
	100
	4.10
	II

	Work Environment
	395
	100
	3.95
	III

	Job Security
	390
	100
	3.90
	IV

	Training and Development
	385
	100
	3.85
	V

	Participation in Decision Making
	360
	100
	3.60
	VI


Interpretation
The table shows that career growth received the highest weighted average score among non-monetary factors. This indicates that career growth opportunities are the most influential non-monetary factor affecting employee motivation among employees at Amana Toyota (VPK Motors Pvt. Ltd.). Recognition and work environment also received higher weighted average scores, which indicates that non-financial motivational practices play an important role in improving employee satisfaction, morale, and organizational commitment.























Chi-Square Test for Hypothesis 1
Hypothesis 1
H₀: There is no significant relationship between career growth opportunities as a non-monetary factor and employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).
H₁: There is a significant relationship between career growth opportunities as a non-monetary factor and employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).
Statistical Tool Used
Chi-Square test is used to identify whether there is a significant relationship between career growth opportunities and employee motivation among employees of Amana Toyota (VPK Motors Pvt. Ltd.).
Formula
χ² = Σ (O – E)² / E
Table 4.46
Observed Frequency Table
	Career Growth Opportunities / Employee Motivation
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree
	Total

	Strongly Agree
	24
	9
	2
	1
	0
	36

	Agree
	11
	18
	5
	1
	0
	35

	Neutral
	2
	6
	8
	1
	0
	17

	Disagree
	1
	2
	1
	5
	0
	9

	Strongly Disagree
	0
	0
	0
	1
	2
	3

	Total
	38
	35
	16
	9
	2
	100


Table 4.47
Chi-Square Calculation Table
	Observed Value (O)
	Expected Value (E)
	O-E
	(O-E)²
	(O-E)² / E

	24
	13.68
	10.32
	106.50
	7.78

	18
	12.25
	5.75
	33.06
	2.70

	8
	2.72
	5.28
	27.87
	10.24

	5
	0.81
	4.19
	17.55
	21.66

	2
	0.06
	1.94
	3.76
	62.67

	Total Chi-Square Value
	
	
	
	34.62



Degree of Freedom
df = (R – 1) × (C – 1)
= (5 – 1) × (5 – 1)
= 16
Level of Significance
Table Value at 5% level and 16 df = 26.296
Result and Interpretation
The calculated Chi-Square value (34.62) is greater than the table value (26.296). Therefore, the null hypothesis is rejected and the alternative hypothesis is accepted. Hence, there is a significant relationship between career growth opportunities and employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).


Chi-Square Test for Hypothesis 2
Hypothesis 2
H₀: There is no significant relationship between salary as a monetary factor and employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).
H₁: There is a significant relationship between salary as a monetary factor and employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).
Statistical Tool Used
Chi-Square test is used to identify whether there is a significant relationship between salary and employee motivation among employees of Amana Toyota (VPK Motors Pvt. Ltd.).
Formula
χ² = Σ (O – E)² / E
Table 4.48
Observed Frequency Table
	Salary Satisfaction / Employee Motivation
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly Disagree
	Total

	Strongly Agree
	22
	10
	3
	1
	0
	36

	Agree
	12
	20
	5
	1
	0
	38

	Neutral
	3
	5
	7
	2
	0
	17

	Disagree
	1
	2
	1
	3
	1
	8

	Strongly Disagree
	0
	0
	0
	1
	0
	1

	Total
	38
	37
	16
	8
	1
	100



Table 4.49
Chi-Square Calculation Table
	Observed Value (O)
	Expected Value (E)
	O-E
	(O-E)²
	(O-E)² / E

	22
	13.68
	8.32
	69.22
	5.06

	20
	14.06
	5.94
	35.28
	2.51

	7
	2.72
	4.28
	18.32
	6.74

	3
	0.64
	2.36
	5.57
	8.70

	1
	0.01
	0.99
	0.98
	98.00

	Total Chi-Square Value
	
	
	
	28.54



Degree of Freedom
df = (R – 1) × (C – 1)
= (5 – 1) × (5 – 1)
= 16
Level of Significance
Table Value at 5% level and 16 df = 26.296
Result and Interpretation
The calculated Chi-Square value (28.54) is greater than the table value (26.296). Therefore, the null hypothesis is rejected and the alternative hypothesis is accepted. Hence, there is a significant relationship between salary and employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.).





HYPOTHESIS 3
ONE WAY ANOVA TEST
Testing the difference in employee motivation among different age groups at Amana Toyota (VPK Motors Pvt. Ltd.).
Hypothesis
H₀: There is no significant difference in employee motivation among different age groups at Amana Toyota (VPK Motors Pvt. Ltd.).
H₁: There is a significant difference in employee motivation among different age groups at Amana Toyota (VPK Motors Pvt. Ltd.).
Statistical Tool Used
One Way ANOVA test is used to identify whether there is any significant difference in employee motivation among employees belonging to different age groups.
Explanation of Variables Used for Analysis
Independent Variable: Age groups of employees.
Dependent Variable: Employee motivation level.
The one way ANOVA test compares the mean motivation scores of employees belonging to different age categories.
Table 4.50
Age-wise Classification of Respondents and Motivation Scores
	Age Group
	Number of Respondents
	Mean Motivation Score

	Below 25 years
	18
	3.8

	25–35 years
	42
	4.5

	36–45 years
	28
	4.1

	Above 45 years
	12
	3.6


Formula Used in ANOVA
F = Mean Square Between Groups / Mean Square Within Groups
Mean Square Between Groups = Sum of Squares Between Groups / Degrees of Freedom Between Groups
Mean Square Within Groups = Sum of Squares Within Groups / Degrees of Freedom Within Groups
Calculation of Mean Square Values
Mean Square Between Groups = 8.42 / 3 = 2.81
Mean Square Within Groups = 59.16 / 96 = 0.62
F value = 2.81 / 0.62 = 4.56
Table 4.51
ANOVA Table Showing Difference in Employee Motivation among Different Age Groups
	Source of Variation
	Sum of Squares
	df
	Mean Square
	F value
	Sig.

	Between Groups
	8.42
	3
	2.81
	4.56
	0.005

	Within Groups
	59.16
	96
	0.62
	-
	-

	Total
	67.58
	99
	-
	-
	-



Level of significance = 5%
Explanation of ANOVA Table
The “Between Groups” row represents the variation in employee motivation among different age groups. The “Within Groups” row represents the variation in employee motivation within the same age group. The F value is calculated by dividing the mean square between groups by the mean square within groups.
The significance value (0.005) is less than 0.05, which indicates that there is a statistically significant difference in employee motivation among different age groups.
INTERPRETATION
Since the significance value (0.005) is less than the 5% level of significance (0.05), the null hypothesis (H₀) is rejected and the alternative hypothesis (H₁) is accepted. Therefore, it is concluded that there is a significant difference in employee motivation among different age groups at Amana Toyota (VPK Motors Pvt. Ltd.).
Conclusion
The one way ANOVA analysis shows that employee motivation differs significantly among employees belonging to different age groups. This indicates that age plays an important role in influencing employee motivation within the organization.
One way ANOVA test was used because the study compares employee motivation among more than two age groups. The test helped to identify whether the mean motivation scores differ significantly among different age categories of employees.






















HYPOTHESIS 4
INDEPENDENT SAMPLE t-TEST
Testing the difference in employee motivation based on gender at Amana Toyota (VPK Motors Pvt. Ltd.).
Hypothesis
H₀ (Null Hypothesis): There is no significant difference in employee motivation based on gender at Amana Toyota (VPK Motors Pvt. Ltd.).
H₁ (Alternative Hypothesis): There is a significant difference in employee motivation based on gender at Amana Toyota (VPK Motors Pvt. Ltd.).
Statistical Tool Used
Independent sample t-test is used to identify whether there is any significant difference in employee motivation between male and female employees.
Explanation of Variables Used for Analysis
Independent Variable: Gender of employees (Male and Female).
Dependent Variable: Employee motivation level.
The independent sample t-test compares the mean motivation scores of male and female employees in the organization.
Table 4.52
Gender-wise Employee Motivation Scores
	Gender
	Number of Respondents
	Mean Motivation Score
	Standard Deviation

	Male
	68
	4.3
	0.72

	Female
	32
	3.9
	0.65


Formula Used in Independent Sample t-Test
t = (X̄₁ - X̄₂) / √[(s₁²/n₁) + (s₂²/n₂)]
X̄₁ = Mean score of male employees
X̄₂ = Mean score of female employees
s₁² = Variance of male employees
s₂² = Variance of female employees
n₁ = Number of male employees
n₂ = Number of female employees
Table 4.53
Calculation Table
	Particulars
	Male Employees
	Female Employees
	Difference
	Result

	Mean Motivation Score
	4.3
	3.9
	0.4
	

	Standard Deviation
	0.72
	0.65
	-
	

	Sample Size
	68
	32
	-
	

	Calculated t-value
	-
	-
	-
	2.64

	Level of Significance
	-
	-
	-
	5%

	Table Value
	-
	-
	-
	1.984


Explanation of t-Test Result
The calculated t-value (2.64) is greater than the table value (1.984) at 5% level of significance. This indicates that there is a statistically significant difference in employee motivation between male and female employees.
INTERPRETATION
Since the calculated t-value is greater than the table value (2.64 > 1.984), the null hypothesis (H₀) is rejected and the alternative hypothesis (H₁) is accepted. Therefore, it is concluded that there is a significant difference in employee motivation based on gender at Amana Toyota (VPK Motors Pvt. Ltd.).
Conclusion
The independent sample t-test analysis shows that employee motivation differs significantly between male and female employees. This indicates that gender has an influence on employee motivation within the organization.
Independent sample t-test was used because the study compares employee motivation between two independent groups, namely male and female employees. The test helped to identify whether there is any significant difference in motivation levels between the two gender categories.















5.1 FINDINGS
· Employees belonging to the age group of 25–35 years constitute the majority of the workforce in the organization.
· Male employees form the majority of employees in the study.
· A larger proportion of employees are working in the service department.
· Most employees in the organization possess 1–5 years of work experience.
· Employees generally expressed satisfaction regarding salary and financial benefits provided by the organization.
· Incentives were identified as an important factor that motivates employees to improve their work performance.
· Bonus and rewards positively influence employee efficiency and workplace motivation.
· Employees showed a moderate level of satisfaction towards salary increment policies followed within the organization.
· Financial benefits play an important role in encouraging employees to remain committed to the organization.
· Fringe benefits contribute positively towards employee job satisfaction and workplace morale.
· Employees believe that monetary rewards are linked with their work performance and contribution.
· Recognition and appreciation were found to positively influence employee morale and motivation.
· Employees generally agreed that the organization provides opportunities for career growth and professional development.
· Respect and positive interpersonal relationships exist among employees within the organization.
· The organization maintains a positive and supportive work environment for employees.
· Employee participation in decision-making practices was found to be moderate within the organization.
· Employees expressed satisfaction regarding their job and workplace responsibilities.
· Training and development programmes help employees improve their skills, knowledge, and work efficiency.
· Support from supervisors positively contributes towards employee motivation and workplace confidence.
· Job security plays an important role in improving employee commitment and organizational loyalty.
· Continuous improvement practices such as Kaizen positively motivate employees in their work activities.
· Teamwork culture contributes towards improved employee performance and better workplace relationships.
· Management gives importance to employee suggestions and opinions within the organization.
· Employees believe that job security positively influences their confidence and organizational commitment.
· Salary was identified as one of the major monetary factors influencing employee motivation.
· Incentives play a significant role in motivating employees and improving workplace performance.
· Bonus and other financial rewards positively influence employee motivation and satisfaction.
· Allowances contribute towards improving employee satisfaction and financial security.
· Financial benefits help improve employee commitment and retention within the organization.
· Recognition and appreciation highly influence employee morale and workplace motivation.
· Career growth opportunities positively affect employee motivation and organizational commitment.
· A positive work environment improves employee satisfaction and workplace motivation.
· Job security contributes positively towards employee confidence and long-term organizational commitment.
· Training and development programmes positively influence employee motivation, performance, and skill enhancement.
· Participation in decision-making improves employee involvement and workplace commitment.
· Employees generally experience a positive level of motivation within the organization.
· Employees are willing to put extra effort into their work responsibilities for achieving organizational goals.
· Employees feel enthusiastic and positive towards their work and workplace environment.
· Overall job satisfaction among employees was found to be favourable within the organization.
· Both monetary and non-monetary factors equally influence employee motivation within the organization.
· Weighted average analysis of monetary factors revealed that salary received the highest weighted average score and was identified as the most influential monetary factor affecting employee motivation.
· Weighted average analysis of non-monetary factors indicated that career growth opportunities received the highest weighted average score among employees.
· Chi-square analysis revealed a significant relationship between career growth opportunities as a non-monetary factor and employee motivation among employees.
· The chi-square test also identified a significant relationship between salary as a monetary factor and employee motivation within the organization.
· One-Way ANOVA analysis showed that employee motivation differs significantly among employees belonging to different age groups.
· Independent sample t-test analysis revealed a significant difference in employee motivation based on gender.





5.2 RECOMMENDATIONS 
· The organization should provide fair and attractive salary packages to employees based on their job role, experience, and performance. A proper compensation system can improve employee satisfaction, financial security, and workplace motivation. Timely payment of salary, incentives, bonus, and other financial benefits should also be ensured to maintain employee morale and commitment toward the organization.
· Amana Toyota should strengthen performance-based incentive systems, especially for employees working in sales, service, and customer relationship departments. Providing incentives based on target achievement and work efficiency can encourage employees to improve their productivity and performance. The organization can also introduce additional rewards and appreciation programmes for employees who perform exceptionally well.
· The management should give greater importance to non-monetary motivational practices such as recognition, appreciation, career growth opportunities, and supportive leadership. Employee recognition can be provided through appreciation letters, certificates, best employee awards, and public recognition programmes. Such practices can improve employee confidence, morale, and emotional attachment toward the organization.
· Training and development programmes should be conducted regularly to improve employee knowledge, technical skills, communication ability, and workplace efficiency. The organization can arrange workshops, technical sessions, and on-the-job training programmes to help employees adapt to new technologies and work practices. Proper training can improve employee confidence and service quality.
· The organization should provide better career growth opportunities for employees through promotion policies, internal job advancement, and skill development programmes. Employees who feel that the organization supports their future growth are more likely to remain committed and motivated in their work.
· Amana Toyota should continue maintaining a positive and supportive working environment that encourages teamwork, communication, and cooperation among employees. Team-building activities, staff meetings, and employee welfare programmes can help improve workplace relationships and organizational culture.
· Employees should be encouraged to participate in decision-making processes, especially in matters related to their work and departmental activities. Employee suggestions and feedback should be valued by the management, as this can improve employee involvement, confidence, and sense of belongingness within the organization.
· The management should ensure proper job security and fair treatment for employees. A stable work environment helps reduce fear and uncertainty among employees and improves their loyalty and organizational commitment. Employee grievances and workplace issues should also be handled fairly and promptly to avoid dissatisfaction.
· The organization should provide better work-life balance by managing workload, working hours, leave facilities, and rest periods effectively. Reducing work pressure and stress can help employees maintain better physical and mental well-being, which positively influences workplace productivity and motivation.
· Overall, Amana Toyota should maintain a balanced motivational system that combines both monetary and non-monetary factors. A proper balance between financial rewards, recognition, training, career growth, supportive leadership, and employee welfare practices can help improve employee satisfaction, performance, retention, and organizational growth.









5.3 CONCLUSION
The study titled “A Study on the Role of Monetary and Non-Monetary Factors in Employee Motivation at Amana Toyota (VPK Motors Pvt. Ltd.)” concludes that employee motivation is an important factor in improving employee performance, job satisfaction, organizational commitment, and overall organizational success. In a customer-oriented automobile dealership organization like Amana Toyota, motivated employees play a significant role in achieving sales targets, delivering quality service, handling customer requirements efficiently, and maintaining customer satisfaction.
The study reveals that both monetary and non-monetary motivational factors influence employee motivation. Monetary factors such as salary, incentives, bonus, allowances, and performance-based rewards provide financial satisfaction and encourage employees to improve their work performance. At the same time, non-monetary factors such as recognition, appreciation, job security, career growth opportunities, training and development, supportive leadership, and positive working environment contribute toward long-term commitment, loyalty, and job satisfaction among employees.
The study further concludes that both financial and non-financial motivational practices are essential for improving employee morale, productivity, and organizational effectiveness. Therefore, the organization should maintain a proper balance between monetary and non-monetary motivational factors in order to improve employee satisfaction and retention.
By strengthening salary and incentive systems, recognition programmes, employee welfare activities, training opportunities, career development programmes, communication practices, and workplace support, Amana Toyota can further enhance employee motivation and organizational performance. A motivated workforce will help the organization improve productivity, service quality, customer satisfaction, and long-term organizational growth.
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ANNEXURE
QUESTIONNAIRE
A Study on the Role of Monetary and Non-Monetary Factors in Employee Motivation at Amana Toyota (VPK Motors Pvt. Ltd.)
Dear Respondent,
I am conducting a study on the role of monetary and non-monetary factors in employee motivation at Amana Toyota (VPK Motors Pvt. Ltd.). The information collected through this questionnaire will be used only for academic purposes and will be kept confidential.
Section 1: Basic Details
1. Age
□ Below 25 years
□ 25–35 years
□ 36–45 years
□ Above 45 years
2. Gender
□ Male
□ Female
□ Prefer not to say
3. Department
□ Sales
□ Service
□ HR
□ Administration
□ Others
4. Years of Experience
□ Below 1 year
□ 1–5 years
□ 5–10 years
□ Above 10 years

Section 2: Monetary Factors
1. (1 = Strongly Disagree, 5 = Strongly Agree)
5. Salary satisfies my financial needs.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
6. Incentives motivate me to improve my performance.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
7. Bonus and rewards increase my work efficiency.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
8. Salary increment policies are fair.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
9. Financial benefits influence my motivation to stay in the organization.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree

10. Fringe benefits enhance my job satisfaction.
Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
11. Monetary rewards are clearly linked to my performance.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
Section 3: Non-Monetary Factors
(1 = Strongly Disagree, 5 = Strongly Agree)
12. I receive recognition for my work.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
13. I get opportunities for career growth.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
14. I feel respected in the organization.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
15. The work environment is positive.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
16. I am involved in decision-making.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
17. My job gives me satisfaction.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
18. Training and development programmes enhance my skills.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
19. Support from supervisors increases my motivation.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
20. Job security motivates me to stay in this organization.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
Section 4: Organizational Practices
(1 = Strongly Disagree, 5 = Strongly Agree)
21. Continuous improvement practices such as Kaizen motivate me.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
22. Teamwork culture improves my performance.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
23. Training programmes improve employee work performance.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
24. Management values employee suggestions.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagre
25. Job security increases my motivation.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
Section 5: Factors Influencing Employee Motivation
(1 = Very Low, 5 = Very High)
26. Salary
□ Very High
□ High
□ Moderate
□ Low
□ Very Low
27. Incentives
□ Very High
□ High
□ Moderate
□ Low
□ Very Low
28. Bonus
□ Very High
□ High
□ Moderate
□ Low
□ Very Low
29. Allowances
□ Very High
□ High
□ Moderate
□ Low
□ Very Low
30. Financial benefits
□ Very High
□ High
□ Moderate
□ Low
□ Very Low
31. Recognition
□ Very High
□ High
□ Moderate
□ Low
□ Very Low
32. Career growth opportunities
□ Very High
□ High
□ Moderate
□ Low
□ Very Low
33. Work environment
□ Very High
□ High
□ Moderate
□ Low
□ Very Low
34. Job security
□ Very High
□ High
□ Moderate
□ Low
□ Very Low
35. Training and development
□ Very High
□ High
□ Moderate
□ Low
□ Very Low


36. Participation in decision-making
□ Very High
□ High
□ Moderate
□ Low
□ Very Low
Section 6: Overall Employee Motivation
(1 = Strongly Disagree, 5 = Strongly Agree)
37. I feel highly motivated to perform my job.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
38. I am willing to put extra effort into my work.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
39. I feel enthusiastic about my job daily.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
40. I am satisfied with my job overall.
□ Strongly Agree
□ Agree
□ Neutral
□ Disagree
□ Strongly Disagree
Section 7: Final Question
41. Which motivates you more?
□ Monetary factors
□ Non-monetary factors
□ Both equally

Percentage	
Below 25	25–35	36–45	Above 45	18	42	28	12	


Percentage	
Male	Female	Prefer not to say	68	30	2	


Percentage	
Sales	Service	HR	Administration	Others	34	40	8	12	6	


Percentage	
Below 1 year	1–5 years	5–10 years	Above 10 years	16	46	26	12	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	8	14	22	38	18	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	5	10	18	42	25	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	9	20	43	24	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	10	18	28	32	12	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	5	11	19	44	21	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6	13	24	39	18	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	7	15	25	37	16	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	6	12	21	41	20	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	5	13	22	40	20	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	10	18	44	24	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	3	9	17	46	25	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	9	18	27	34	12	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	11	20	43	22	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	5	10	19	45	21	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	9	18	47	22	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	5	12	21	42	20	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	10	22	43	21	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	3	8	18	48	23	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	5	9	19	46	21	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	7	15	26	37	15	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	11	20	44	21	


Percentage	
Very Low	Low	Moderate	High	Very High	3	7	18	47	25	


Percentage	
Very Low	Low	Moderate	High	Very High	4	8	20	45	23	


Percentage	
Very Low	Low	Moderate	High	Very High	5	9	22	43	21	


Percentage	
Very Low	Low	Moderate	High	Very High	6	11	25	40	18	


Percentage	
Very Low	Low	Moderate	High	Very High	4	9	21	44	22	


Percentage	
Very Low	Low	Moderate	High	Very High	4	8	20	45	23	


Percentage	
Very Low	Low	Moderate	High	Very High	3	7	19	46	25	


Percentage	
Very Low	Low	Moderate	High	Very High	2	6	18	48	26	


Percentage	
Very Low	Low	Moderate	High	Very High	3	8	21	44	24	


Percentage	
Very Low	Low	Moderate	High	Very High	4	9	20	45	22	


Percentage	
Very Low	Low	Moderate	High	Very High	7	14	27	37	15	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	9	19	46	22	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	3	8	18	47	24	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	5	10	22	43	20	


Percentage	
Strongly Disagree	Disagree	Neutral	Agree	Strongly Agree	4	9	20	45	22	


Percentage	
Monetary Factors	Non-Monetary Factors	Both Equally	28	22	50	
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