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Abstract Every organization's employees play a critical part in its success. People are motivated by something that drives
them to act and keeps them dedicated to the project they started. It has to create and increase every employee's desire to work
successfully and efficiently in his or her role. The following research is a self-conducted investigation of the factors that
influence employee performance to improve it. For this study, a descriptive design was used, and the survey questionnaire
had 31 items that were constructed using a Likert Scale and dichotomous responses. A convenience probability sampling
strategy was utilized to select 20 employees from five textile and garment industries at Dhaka and Gazipur in Bangladesh.
SPSS was used to do factor analysis on the data collected. The most intriguing part of this study is that it discovered that all of
the factors investigated have a substantial association with motivation.
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1. Introduction

In today's fast-paced businesses, motivated professionals
are essential. Employees that are motivated help businesses
survive. Inspired employees usually work harder [1].

Management must know what motivates people in the
context of their jobs to be effective.

Motivating staff is undoubtedly the most difficult of all
the tasks a manager must perform. This is partly due to the
fact that employee motivation is continuously changing. [2].
Motivation is related to an organism'’s readiness to achieve a
specific goal, and it entails determining the type and location
of the variables that cause this readiness. It's a procedure in
which people's needs drive them to act in ways that satisfies
their requirements. [3] [4].

Bangladesh's textile sector is labor-intensive. As a result,
the sector's financial success is largely determined by
the performance of its personnel. Workers in Bangladesh's
garment sector are currently less motivated and fulfilled in
their everyday duties, and factory owners appear to be
unconcerned about their employees' motivation. If enough
focus is not paid to this long-standing problem in the textile
industry, it is expected to persist in the future. The study
investigates the impact of employee motivation on textile
industry performance. It was driven by the survey's focus on
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employee motivation at a medium level. In today's
continuously changing businesses, motivated employees are
essential.

Since Bangladesh is still a developing nation, it is critical
that our economy is well-managed and that we can put
forth our best effort in the workplace. As a result, we need
to know where we stand in terms of personnel inspiration
and what else we can do to make sure more effective
operation from our people employed. It's also necessary to
understand employee behavior and expectations so that
upper management may provide them with more and more
benefits. This will prove helpful for scholars and give data
for future research.

1.1. Objective of the Study

The study's overall goal is to examine the motivational
elements that influence employee performance in the textile
industry, with the following specific goals:

1. To determine the elements that drive employees.

2. Todiscover elements that lead to employee
unhappiness.

3. To assess the productivity of staff.

4. To estimate the impact of employee motivation on
their productivity.

1.2. Research Questions

This section is concerned with the design of the research
question that will aid in the achievement of the study's
objectives. The questions are:
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1. What variables inspire employees in the textile
industry?

2. What are the variables that cause staff turnover?

3. What factors influence employee success in the textile
industry?

4. In the textile industry, what impact does motivation
have on organizational effectiveness?

5. What are some ways that the textile industry could
enhance motivation?

2. Literature Review

Professional motivation is a key factor (or a group of
characteristics) that encourages employees to complete tasks
or meet goals. It's what inspires people to behave in various
ways. Extrinsic and intrinsic motivation are the two most
common incentive theories used by employers [5].

External pressures such as extrinsic motivations inspire
an employee to finish a task or achieve a goal. Typically,
they are either penalties or incentives. A reward drives an
employee to behave to get the bonus, whereas a punishment
stimulates an employee to behave to prevent the penalty.
Extrinsic incentives are easier to remember because they
come from outside factors.

Self-motivation, on the other hand, is intrinsic motivation.
When the task itself motivates an employee, he is organically
motivated to work. He might enjoy the work or find it
satisfying. The motivation comes from the work itself.
Because it comes from within the individual rather than
being pushed on them, intrinsic motivation is typically
more successful than extrinsic motivation. Because intrinsic
motivation comes from within the employee, it's simple to
recall.

Following the release of the Hawthorne Study results,
several researchers focused on determining what inspired
employees and how they are being motivated [6]. Five
significant ideas that have influenced our knowledge
of motivation include Skinner's reinforcement theory,
Herzberg's two-factor theory, Adams' equity theory,
Maslow's need-hierarchy theory and Vroom's expectancy
theory.

Maslow proposed five categories of needs: physical,
security, interpersonal, self-importance, and personality
[7]. He claimed that workers needed to be motivated by
lower-level expectations before higher-level demands could
be met. Motivators and hygienes were divided into two
categories by Herzberg [8]. Job happiness is influenced by
motivators or intrinsic variables such as accomplishment and
appreciation. Work unhappiness is caused by hygiene or
external factors such as income and job stability.

According to Vroom's idea [9], employee effort will lead
to positive results, and success will lead to incentives.
Positive or negative consequences are possible. The more
positive the incentive, the more motivated the employee will
be. In contrast, the employee is less likely to be motivated if
the benefit is unfavorable.
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Employees seek for equality among themselves and other
co-workers, according to Adams' idea. When the ratio of
employee outputs to inputs is comparable to other employee
outcomes to inputs, equity is attained. [10].

Skinner's hypothesis basically asserts that employees
will repeat actions that result in positive outcomes and will
not repeat behaviours that result in bad outcomes [11].
Employee activities that contribute to favourable outcomes
should be favourably reinforced by managers. Employee
behaviour that leads to undesirable outcomes should be
adversely reinforced by managers.

3. Research Methodology

3.1. Research Design

The complete survey was chosen based on the study's
purpose, research questions, and estimated population size.
The purpose of descriptive surveys was to acquire detailed
information on a well-known occurrence.

3.2. Secondary Data Collection

Data already published in books, newspapers, magazines,
journals, online portals, company reports etc. was taken as
Secondary data was discussed in greater depth in Literature
Review section.

3.3. Primary Data Collection

To collect data for the study, a survey questionnaire was
created.

3.4. Study Place

Data of the target population was obtained from five
groups of companies located at Dhaka, Gazipur and Savar:
Al-Muslim, FCI, Hams, Windy and Ananta Group.

3.5. Sample Size

The sample for this research included the 20 employees of

different factories.
3.6. Sample Technique
Convenience sampling was used for this study.

3.7. Data Management Tools

The survey included of closed-ended questions, with
the majority of them using a Likert scale. The results are
evaluated using a frequency distribution and a bar chart.

3.8. Data Analysis

Statistical Package for Social Science (SPSS) - Software
version 21 was used to analyze the data for this study.

4. Results & Discussion

4.1. Respondents' Profiles
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Table 1. Respondents' profiles

4.2. Test of Factor Analysis

Profile Range Percent
18-29 years 35%
Age 30-39 years 20%
40-49 years 45%
Male 90%

Gender

Female 10%
0-4 years 25%
Number of years 5-7 years 55%
serviced 8-10 years 10%
11 years and above 10%

Table 2. Explanation of Total Variance

The primary goal of a factor analysis test is to identify
representative factors from a large number of variables.

According to the total variance table (information
contained in the 19 original variables), three components
recovered combined account for 86.637 percent of the
total variance. We lost (100-86.637) = 13.363% of the
information contained while limiting these components to
three.

Explanation of Total Variance
Section Initial Eigenvalues Rotation Sums of Squared Loadings
Total % of Variance | Cumulative % | Total | % of Variance | Cumulative %
1 12.051 63.427 63.427 6.70 35.29 35.293
2 2.803 14.754 78.181 6.45 33.97 69.268
3 1.607 8.456 86.637 3.30 17.36 86.637
4 .952 5.010 91.647
5 719 3.783 95.430
6 457 2.403 97.833
7 412 2.167 100.000
8 1.023E-013 1.119E-013 100.000
9 1.008E-013 1.040E-013 100.000
10 1.007E-013 1.037E-013 100.000
11 1.006E-013 1.034E-013 100.000
12 1.006E-013 1.030E-013 100.000
13 1.001E-013 1.006E-013 100.000
14 1.000E-013 1.001E-013 100.000
15 -1.002E-013 | -1.009E-013 100.000
16 -1.004E-013 -1.021E-013 100.000
17 -1.005E-013 -1.024E-013 100.000
18 -1.006E-013 | -1.032E-013 100.000
19 -1.009E-013 | -1.047E-013 100.000
Extraction Method: Principal Component Analysis.
Table 3. Matrix of Rotated Sections Management Style 152 | 855 | 194
Matrix of Rotated Sections® — Financial& Non:a:glizgéal compensation 29 | 843 | 243
1 2 3 Retirement and other benefits 423 | 825 | .168
Age & Health condition of employee 905 | .349 | .032 Relationship with Superiors 439 | T2 | -22r
Nature of work 860 | -.009 | .110 Working Environment .370 754 407
Opportunity of development 836 | 492 | -.035 Job security 570 | 714 | 281
Adequate monetary incentives 830 | .333 | .073 Regular job training 565 | .651 | 393
Promotion in the organization 815 | 537 | -.078 Recognition at work place 129 | 156 | 927
Appreciation for work done 802 | 274 | 331 Qualification of employee 116 | 270 | .898
Relationship with Peers 740 | 593 | -.083 Experience of employee -010 | 079 | .833
Authorization of making decision .689 | .388 | .321 Extraction Method: Principal Component Analysis.
156 | omr | oar | Platon o vt s ol
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4.3. Inferences

Here in the rotated component matrix, researchers can find
variables and their correlations with extracted three factors.
Here there are three reduced factors that got by Factor
Analysis Test.

4.4. Descriptive Statistics Analysis

Employees believe that the nature of their work and
advancement within the firm have a significant impact on
their performance, according to the survey. This implies that
an organization must ensure that individuals who already
have performed continuously are promoted fairly within
the firm. Another research demonstrates that promotion
opportunities and a sense of responsibility have an influence
on productivity. Employees' performance is influenced
by whether they are appreciated for their work, their
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remuneration, their working circumstances, how well their
leaders interact to their subordinates, and their relationships
with their peers. Employees also agree that the motivational
factors have a great impact on employees’ performance. The
responses are given in Table 5.

It is very clearly observed from Figure 1 that employees
are highly (45%) committed with the organizational goal
fulfilment when they are motivated in workplace.

The motivational factors bring outcomes on employee
performance such as Job Retention, Completion of Daily
Task, following chain of command, Supporting organization
decision, Ethical Behavior and Awareness for development.
Employees themselves agree that these factors very much
effective during their performance and also observed in
responses. One of the outcome Awareness for development
is shown in Figure 2.

Table 4. Showing the Factor Analysis of 19

Factors Statements Factors Name
Age & Health condition of employee
Nature of work
Opportunity of development Factors related to
Factor 1 Adequate monetary incentives emplo_yee’s prospect
Promotion in the organization and skill development
Appreciation for work done in the organization.
Relationship with Peers
Authorization of making decision
Salary
Management Style
Financial & Non-financial compensation package Employee’s
Factor 2 Retirement and other benefits compensation paf:kage
Relationship with Superiors with managerial
Working Environment perceptivity.
Job security
Regular job training
Recognition at work place
Factor 3 Qualification of employee Demographic Factors
Experience of employee
Table 5. Responses in percentage on employee performance
performancs of employees | tigh | Hion | Uneertain | Low | VEU
Organizational Goal Fulfilment 35% 45% 10% 10% 0%
Job Retention 5% 60% 15% 2% 18%
Completion of Daily Task 10% 65% 10% 14% 1%
Following chain of command 35% 45% 15% 10% 5%
Supporting organization decision 35% 35% 20% 10% 0%
Ethical Behavior 20% 70% 10% 0% 0%
Awareness for development 0% 40% 20% 30% 10%

Source: Primary Data
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Figure 1. Organizational Goal Fulfilment
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Figure 2. Awareness for development

5. Conclusions

Based on the outcomes of the study and the study's aims,
it can be inferred that opportunities for progress, recognition
for work done, salary, promotions, and other factors were the
primary motivators for them. This is attributable to a higher
ratio of well-educated, young, and enthusiastic people in the
service, as well as fewer persons approaching retirement age
who are looking for methods to improve their situation.
Employee satisfaction can also be concluded that, while
opportunities for advancement, appreciation for work done,
promotions, and good relations with peers all contribute
to their happiness, the type of salary they receive, their
relationship with their superiors, and working conditions,
among other things, are major sources of unhappiness. When
favorable motivational factors are paired with performance
determinants such as one's certification, skill, workplace
conditions, salary increase, and stable employment, among
others, performance is affected. As a result, there is a link

Copyright © 2022 The Author(s). Published by Scientific & Academic Publishing

between motivation and performance, and employee
performance is influenced by motivation. More importantly,
the current research will encourage Bangladeshi textile
makers to make measures to assure future market readiness.
Finally, the study suggests that in order to keep employees
engaged and productive, employers should provide adequate
wages and benefits, timely leave and holidays, and a fair
and equitable and harassment-free workplace. As a result,
a feasible execution of a fair compensation package,
appropriate leave and vacation time, and suitable and
sufficient resources can be well plotted and implemented.
Discrimination, harassment, and abuse can also be addressed
by a written policy. In addition, the underpinning theory
for this study revealed a correlation between wages, racism,
discrimination, and mistreatment, absence and vacation,
welfare payments, and employee morale. Aside from
hypotheses testing, the study's main goals were to generalize
the findings for future studies in the field of rising
manufacturing industries in a comparable developing nation
setting. Lastly, the study will be valuable not just for
Bangladeshi practitioners and scholars, but also for others
working in similar non-western developing countries around
the world.
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