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Abstract—Organizational Behaviour assists us with fostering comprehension of the mentality and
execution of workers and the association in general. The aim of this study is to find out the association
between the age of the respondents and agreeability on organizational behaviour playing a major role
in employee performance. To find out the correlation between the gender of the respondents and
major factors influencing employee performance. The research method adopted here is Empirical
research and the Simple Random Sampling method was used. The sampling size is 207 and the
sample frame was in Thandalam. The independent variables are age, gender, educational
qualification, occupation, and marital status of the respondents. The dependent variables used here
are agreeability on organizational behavior playing a major role in employee performance, major
factors influencing employee's performance, satisfaction towards organizations following the
regulations following the Labours Act 1988, and agreeability on employees' performance increases
with appraisals and rewards. From this study, it is evident that organizational behaviour plays a vital
role in employees' performance. Organizational Behaviour suggests that motivators are persuasive
elements that are pivotal for employees to perform well.
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Motivation

I. Introduction

An authoritative way of behaving was developed through various methodologies started by various
scholars. The Greek rationalist Plato expounded on the substance of administration. Aristotle tended to the
subject of powerful correspondence. The compositions of sixteenth-century Italian scholar Niccolo
Machiavelli established the groundwork for contemporary work on hierarchical power and governmental
issues. In 1776, Adam Smith supported another type of authoritative construction in light of the division of
work. 100 years after the fact, German humanist Max Weber expounded on normal associations and started
the conversation about alluring administration. Before long, Frederick Winslow Taylor presented the
deliberate utilization of objective setting and awards to spur workers. Beginning the investigation of
Organisational Behaviour can follow its underlying foundations back to Max Weber and prior hierarchical
examinations; it is by and large considered to have started as an academic discipline with the appearance of
logical administration in the 1890s, with Taylorism addressing the pinnacle of development.

Organizational Behaviour assists us with fostering comprehension of the mentality and execution of
workers and the association in general. There are different elements that can impact the hierarchical way of
behaving, including the organization's culture, arrangements, and design. These perspectives can affect
representatives' efficiency and their obligation to the organization. Organizational culture comprises values
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and intentions that add to the climate inside an association. It impacts the manner in which individuals work
and connect with one another. Representatives become more mindful when they feel regarded and become
an essential piece of the group. The Organizational Behaviour suggests that motivators are persuasive
elements that are essential for workers to perform well. Authoritative conduct fundamentally alters the
manner in which individuals simply decide. Organizations that can support taking a chance on dynamics
inside the organization culture can upgrade development and imagination.

The phenomenon of organizational culture associated with employee behavior appears to be increasingly
important in the present-day workplace environment. Hence, the relationship between organizational culture
and organizational behavior is becoming increasingly important. It is normally seen that there exists a
positive relationship between organizational culture and organizational behavior. Several studies have
shown this positive relationship by applying different methods such as theoretical study, field study,
empirical study, and so on.

I1. Literature Review

The current business situation highlights promising and less promising times in the worldwide market,
consolidations, mechanical headways, steadily changing item requests, segment changes, and competition
among organizations. Deepika Mishra (2017) examined the impact of the profound workplace on the
representative ways of behaving, collecting secondary data from books, diaries, articles, and website pages.
M. Nemteanu (2021) examined how teleworking impacts self-administrative limits, proficient confinement,
task execution, context-oriented execution, and counterproductive work behaviours, proposing a new
teleworking scale based on teleworking autonomy and communication reduction.

K. Kanapathipillai (2011) established a significant connection between self-efficacy, innovative ways of
behaving, and worker work execution in the web-based retail area in Malaysia, finding that a creative way
of behaving genuinely intervenes in the connection between self-adequacy and workers' work execution. G.
Oriarewo (2018) argues that employees' emotional stability enables workers to achieve better performance,
affirming the nexus between emotional stability and employees' performance through a qualitative method
using self-efficacy theory.

Suman Kumar Choudhary (2020) examined how hierarchical human resources ventures impact
imaginative work conduct (IWB), exploring how human resources prompt the age of miniature social
orders. S. Goh (2020) revealed that information giving and information gathering profoundly and decidedly
impact inventive execution in Malaysian MNCs. Mrs. Nikhath Parveen (2020) examined the impact of
perceived sustainability practices on organisational performance of self-supporting Arts and Science
universities in Chennai.

T. Badawy (2017) found a positive relationship between culture, occupation commitment, and
hierarchical citizenship conduct, with work engagement mediating the relationship between organizational
culture and organizational citizenship behavior. Na Cao (2017) explored the impact of the administrative
spotlight hypothesis on the feeling of equity and the affecting variables of administrative centre.

D. Luu (2020) found significant total impacts of employee perception of internal CSR practices on
pharmaceutical firms' performances through intrapreneurial behavior. Antony Mwangi Irungu (2021)
suggested new authoritative learning approaches for Nairobi City Water and Sewerage Company to further
develop representative proficiency. Joseph Afram (2022) examined the mediating role of employee
commitment and hierarchical citizenship conduct on the connection between worker strengthening and
hierarchical execution in non-business banks in Ghana.

Batu Aji (2019) found that leadership, organization behaviour, compensation, and work discipline have a
simultaneous impact on representative execution in the Non-Production Department PT. Team Metal
Indonesia. Arti Chandani (2016) identified key determinants of representative commitment and found that
representative commitment significantly affected worker execution. Von Haller G. (1964) demonstrated
how investigations of associations make conceivable the variety of both individual and environmental
factors. J. Anitha (2014) found that working climate and group relationships had the most significant effects
on representative commitment, which significantly impacted worker execution. H. M. Thamrin (2012)
found that groundbreaking authority has a positive significant impact on representatives' exhibition and
organizational commitment influences job satisfaction and employees' performance.
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II1. Methodology

The research method adopted here is Empirical research and the Simple Random Sampling method was
used. The sampling size is 207 and the sample frame was in Thandalam. The independent variables are age,
gender, educational qualification, occupation, and marital status of the respondents. The dependent variables
used here are agreeability on organizational behavior playing a major role in employee performance, major
factors influencing employee's performance, satisfaction towards organizations following the regulations
following the Labours Act 1988, agreeability on employees' performance increases with appraisals and
rewards, and determination of employees' performance in the organizations. The statistical tools used are
Clustered Bar graph, Chi-Square test, and One-Way ANOVA test.

IV. Analysis
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Fig. 1. Age of respondents and their agreeability on organizational behavior playing a major role in employee performance.
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Fig. 2. Gender of respondents and the major factors influencing employee performance.
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Fig. 3. Educational qualification of respondents and satisfaction towards organizations following regulations under the Labours Act 1988.
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Fig. 4. Marital status of respondents and agreeability on employee's performance increases with appraisals and rewards.
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Fig. 5. Occupation of respondents and determination on employees’ performance in organizations.

International Innovations & Scholarly Trends Journal (IISTJ) | www.iistj.org 164




Volume 2, Issue 3, Mar 2026

https://doi.org/10.5281/zenodo.18831897

404

30

Percent

107

0~

GO,
69%

1751%

Traits

T
Abilty and PersonalKnowledge and Skill

Clear goals

Motivation

MAJOR FACTORS INFLUENCING EMPLOYEE'S
PERFORMANCE

Fig. 6. Educational qualification of respondents and the major factors influencing employees' performance.
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Fig. 7. Gender of respondents and agreeability on employee's performance increases with appraisals and rewards.

Fig. 8. AGE * MAJOR FACTORS INFLUENCING EMPLOYEE'S PERFORMANCE Crosstabulation

AGE Ability and Knowledge and Clear Goals Motivation Total
Personal Traits Skill
Below 20 0 30 0 0 30
20to 30 0 0 8 48 56
30to0 40 24 20 0 21 65
40 to 50 0 0 0 50 50
50 and above 16 0 0 0 16
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Total | 40 50 8 119 | 217 |
Chi-Square Tests

Value df Asymptotic Significance (2-
sided)
Pearson Chi-Square 284.3552 12 .003

Likelihood Ratio 289.503 12 .000
Linear-by-Linear Association .032 1 .858

N of Valid Cases 217

a. 7 cells (35.0%) have expected count less than 5. The minimum expected count is .59.

Ho: There is a significant association between the age of the respondents and major factors affecting
employees' performance.

Hi: There is a significant association between the age of the respondents and major factors affecting
employees' performance.
Fig. 9. GENDER * DETERMINATION ON EMPLOYEES PERFORMANCE IN ORGANISATIONS Crosstabulation

GENDER Motivation Desire for Salary Capability Total
Promotion
Male 37 36 32 8 113
Female 24 11 44 21 100
Third Gender 4 0 0 0 4
Total 65 47 76 29 217
Chi-Square Tests
Value df Asymptotic Significance (2-
sided)
Pearson Chi-Square 32.9572 6 .004
Likelihood Ratio 33.771 6 .000
Linear-by-Linear Association 5.705 1 .017
N of Valid Cases 217

a. 4 cells (33.3%) are expected to count less than 5. The minimum expected count is .53.

Ho: There is a significant association between gender and the determination of employee performance in

organizations.

Hi: There is no significant association between gender and the determination of employee performance

in organizations.

Fig. 10. EDUCATION * AGREEABILITY ON EMPLOYEE'S PERFORMANCE INCREASES WITH APPRAISALS
AND REWARDS Crosstabulation

EDUCATION Strongly Agree Agree Neutral Disagree Total
Undergraduate 0 42 24 0 66
Post Graduate 32 18 35 24 109
Schooling 0 0 4 0 4
Others 17 0 0 21 38
Total 49 60 63 45 217
Chi-Square Tests
Value df Asymptotic Significance (2-
sided)
Pearson Chi-Square 129.6932 9 .032
Likelihood Ratio 163.308 9 .000
Linear-by-Linear Association 2.188 1 139
N of Valid Cases 217

a. 4 cells (25.0%) are expected to count less than 5. The minimum expected count is .83.

Ho: There is a significant association between the educational qualification and agreeability on
employees' performance increases with appraisals and rewards.
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Hi: There is no significant association between the educational qualification and agreeability on
employees' performance increases with appraisals and rewards.
Fig. 11. ANOVA — OCCUPATION

Sum of Squares df Mean Square F Sig.
Between Groups 45.571 3 15.190 17.551 .002
Within Groups 184.355 213 .866
Total 229.926 216

Ho: There is a significant association between Occupation and satisfaction with regulations under the
Labours Act 1988.
Hi: There is no significant association between Occupation and satisfaction with regulations under the
Labours Act 1988.

Fig. 12. ANOVA — MARITAL STATUS

Sum of Squares df Mean Square F Sig.
Between Groups 2.641 1 2.641 13.367 .014
Within Groups 42.483 215 198
Total 45.124 216

Marital status and agreeability on OB playing a major role in employee performance.
Ho: There is a significant association between marital status and agreeability on Organisational
Behaviour playing a major role in employee performance.
Hi: There is a significant association between marital status and agreeability on Organisational
Behaviour playing a major role in employee performance.

V. Results

In Fig. 1, 22.12% of the respondents from 20-30, 18.43% from 3040, 16.59% from 40-50, 13.82%
from below 20, and 7.27% from 50 and above agreed that organizational behaviour plays a major role in
employee performance, while 3.69% from 20-30, 11.52% from 30—40 and 6.45% from 40-50 disagreed.

In Fig. 2, 29.99% of males and 24.88% of females said motivation is the major factor influencing an
employee's performance. 11.00% of females and 7.37% of males cited ability and personal traits, 16.13% of
males, 5.07% of females, and 1.84% of other genders cited knowledge and skill, and 3.69% of male
respondents cited clear goals.

In Fig. 3, 25.35% of PG, 8.76% of UG, and 7.83% of others are satisfied that organizations follow
regulations under the Labours Act 1988, while 24.88% of PG, 10.60% of UG, and 9.68% of others are
neutral, and 11.06% of UG are highly satisfied.

In Fig. 4, 27.65% of the unmarried agree that employees' performance increases with appraisals and
rewards, 22.85% of the married strongly agree, 27.19% of the married and 1.84% of the married are neutral,
and 20.74% of the married disagree.

In Fig. 5, 19.35% of respondents from the private sector, 8.76% of students, and 1.84% of the self-
employed said motivation is the best determinant of employee performance. 16.59% of self-employed and
5.07% of students cited desire for promotion. 7.37% of unemployed and 6.45% from the public sector,
16.67% from the private sector and 5.53% of self-employed cited salary. 13.36% of private sector
respondents cited capability.

In Fig. 6, 31.80% of PG, 5.33% of UG, and 17.51% of others cited Motivation as the major factor
influencing employees' performance. 11.06% of UG and 7.37% of PG cited ability and personal traits.
13.82% of UG, 7.37% of UG, and 1.84% of schooling cited knowledge and skill. 3.69% of PG cited clear
goals.

In Fig. 7, 17.05% of males and 10.60% of females agree on employees' performance increasing with
appraisals and rewards. 14.75% of females and 7.83% of males strongly agree. 16.13% of males, 11.06% of
females, and 1.84% of other genders are neutral. 11.06% of male respondents and 9.68% of female
respondents disagree.
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In Fig. 8, the chi-square test p-value is less than 0.05, so reject the null and accept the alternative
hypothesis. There is a significant association between the age of the respondents and major factors
influencing employees' performance.

In Fig. 9, the chi-square test p-value is less than 0.05, so reject the null hypothesis and accept the
alternative hypothesis. There is a significant association between the gender of the respondents and the
determination of employees' performance in organizations.

In Fig. 10, the chi-square test p-value is more than 0.05, so accept the null hypothesis and reject the
alternative hypothesis. There is no significant association between the educational qualification of the
respondents and agreeability on employee performance increases with appraisals and rewards.

In Fig. 11, the one-way ANOVA p-value is less than 0.05, so reject the null hypothesis and accept the
alternative hypothesis. There is a significant association between the occupation of the respondents and
satisfaction with regulations under the Labours Act 1988.

In Fig. 12, the one-way ANOVA p-value is more than 0.05, so accept the null hypothesis and reject the
alternative hypothesis. There is no significant association between the marital status of the respondents and
agreeability on Organizational behaviour playing a major role in employees' performance.

V1. Discussions

In Fig. 1, the majority of the respondents from 20-30 years agreed that organizational behavior plays a
major role in the employee's performance because Organizational Behavior suggests that motivators are
persuasive elements that are pivotal for employees to perform well.

In Fig. 2, the majority of the female respondents said motivation is the major factor influencing
employees' performance because employee motivation is vital to an association's prosperity. It's the degree
of responsibility, drive, and energy that an organization's laborers bring to the job regularly. Without it,
organizations experience diminished efficiency, lower levels of output, and almost certainly will miss the
mark regarding arriving at significant objectives.

In Fig. 3, the majority of the Postgraduate respondents are satisfied with organizations following
regulations under the Labours Act 1988 because it defines the workforce of the organizations. In case the
organization is not following the regulations under the Labour Act 1988, it will affect the employee's
performance.

In Fig. 4, the majority of the unmarried respondents agreed that employees' performance increases with
appraisals and rewards because rewards and appraisals are a kind of motivation that increases the
employees' performance positively.

In Fig. 5, the majority of the respondents from the private sector said motivation is the main determinant
of employee performance in organizations because motivation is said to have a positive impact on
employees' performance. Workers who are motivated work at a higher level with little supervision.

In Fig. 6, the majority of the postgraduate respondents said motivation is the major factor influencing
employees' performance because employee motivation is vital to an association's prosperity. It's the degree
of responsibility, drive, and energy that an organization's laborers bring to the job regularly.

In Fig. 7, the majority of the male respondents agreed that employees' performance increases with
appraisals and rewards because rewards and appraisals are a kind of motivation that increases the
employees' performance positively.

From Fig. 8, the Chi-Square test between the independent variable age and the dependent variable major
factors influencing employees' performance yielded a p-value less than 0.03, which is less than 0.05.
Therefore, we reject the null hypothesis and accept the alternative hypothesis — there is a significant
association between the age of the respondents and major factors influencing employees' performance.

From Fig. 9, the Chi-Square test between gender and determination of employees' performance in
organizations yielded a p-value of 0.04, less than 0.05. Therefore, we reject the null hypothesis and accept
the alternative hypothesis — there is a significant association between the gender of the respondents and the
determination of employees' performance in organizations.
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From Fig. 10, the Chi-Square test between educational qualification and agreeability on employees'
performance increases with appraisals and rewards yielded a p-value of 0.32, more than 0.05. Therefore, we
accept the null hypothesis — there is no significance between the educational qualification of the
respondents and agreeability on employee performance increases with appraisals and rewards.

From Fig. 11, the ANOVA test yielded a p-value of 0.02, less than 0.05. Therefore, we reject the null
hypothesis and accept the alternative hypothesis — there is a significant association between the occupation
of the respondents and satisfaction with regulations under the Labours Act 1988.

From Fig. 12, the ANOVA test yielded a p-value of 0.14, more than 0.05. Therefore, we accept the null
hypothesis — there is no significant association between marital status and agreeability on organizational
behavior playing a major role in employee performance.

VII. Conclusion

Organisational Behaviour assists us with fostering comprehension of the mentality and execution of
workers and the association in general. There are different elements that can impact the hierarchical way of
behaving, including the organization's culture, arrangements, and design. These perspectives can affect
representatives' efficiency and their obligation to the organization. Organizational Behaviour is entirely set
in stone by the employees' behavior inside the association, similar to the connection point between
representatives' way of behaving and the association, to apply such information toward working on the
adequacy of the association.

Organizational Behavior applies to the information gained by individual representatives and gatherings
conduct inside the association to make work more successful. Consequently, the hierarchical way of
behaving is worried about what the workers do in the association and what their conduct means for the
authoritative exhibition. Therefore, an authoritative way of behaving is firmly connected with so many
issues such as direction, administration, inspiration, character, efficiency, human execution, and the board.
Authoritative conduct falls under three spaces, specifically: (i) people, (i1) gatherings, and (iii) association
structures.

Organizational Behaviour, similar to ethics, regulations, and customs, shapes representative ways of
behaving and is something that more established ages of workers give over to more youthful ages. It is
aggregate programming of the personalities of the workers to separate them from workers of different
associations. This programming of the personalities is gotten from the social culture to make sense of the
effect of culture on individual representatives.

From this study, it is evident that organizational behavior plays a vital role in employees' performance.
Organizational Behaviour suggests that motivators are persuasive elements that are pivotal for employees to
perform well. Motivation is considered to be the major factor influencing employees' performance.
Employee motivation is vital to an association's prosperity. It's the degree of responsibility, drive, and
energy that an organization's laborers bring to the job regularly. Without it, organizations experience
diminished efficiency, and lower levels of result, and almost certainly, the organization will miss the mark
regarding arriving at significant objectives as well.
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