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Abstract  

Employee perception is a factor that can 

make a huge difference in the quality of the 

workplace. When employees view the employer, 

their work, and their relationships within that 

workplace as being positive, there is a good chance 

the employee will be productive and remain with 

the employer for a long time. Negative perceptions 

of the company and the working environment can 

cause qualified employees to seek opportunities 

elsewhere. Some of the factors that can impact 

employee perception include how well the 

employer communicates with employees, the nature 

of the working conditions, the policies and 

procedures of the business in general, and how 

much trust and respect is present between 

managers, employees, and coworkers. In addition, 

the benefits paid and how they relate to the work 

assigned can also have a huge impact on the 

perception of an employee. 

The implication of these constant changes 

is that organizational members are expected to 

compete and survive in the dynamic business 

world. These changes affect other aspects of the 

organization’s functioning, such as organizational 

culture and organizational commitment. To 

determine how commitment is affected by the many 

changes such as increased global competition, 

reengineering and downsizing that occurring in the 

world of work. The focus of this study is to 

investigate the attitude and satisfaction  

 

 

of the employees working in ABT Maruti, 

Coimbatore.  

Keywords: Perception, Satisfaction, Working 

Environment, Working Conditions 

I. INTRODUCTION  

Employee perception is a factor that can 

make a huge difference in the quality of the 

workplace. When employees view the employer, 

their work, and their relationships within that 

workplace as being positive, there is a good chance 

the employee will be productive and remain with 

the employer for a long time. Negative perceptions 

of the company and the working environment can 

cause qualified employees to seek opportunities 

elsewhere. Some of the factors that can impact 

employee perception include how well the 

employer communicates with employees, the 

nature of the working conditions, the policies and 

procedures of the business in general, and how 

much trust and respect is present between 

managers, employees, and coworkers. In addition, 

the benefits paid and how they relate to the work 

assigned can also have a huge impact on the 

perception of an employee. 

For many people, clear and concise 

communication within a working environment is 

essential. When employers choose to not create 

channels of communication with employees that 

allow each party to share information with the 

other, chances are that employee perception of the 

company will be less than ideal. Lack of 
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communication can go a long way toward setting 

up an us/them mentality that breeds negativity in 

the workplace, opens the door for rumors to 

develop, and can undermine the morale of even the 

most devoted of employees. 

Factors influencing a person’s perception 

can be broken down into three main categories. 

These include: the situation, the perceiver and the 

target. For example, the factors in the situation may 

include: time, work setting, or social setting. Where 

as the factors in the perceiver may include: 

attitudes, motives, interests, experiences and 

expectations. Lastly, the factors in the target may 

include: novelty, motion, sounds, size background, 

proximity, and similarity. 

II. SCOPE  

This study helps to decide the way in 

which employees interact at their workplace. This 

study helps them to promote a healthy competition 

at the workplace.The present study will help to 

represent certain predefined policies for guiding the 

employees and give them a sense of direction at the 

workplace. That radiates them to create a brand 

image of the organization.This study will be useful 

to bring all the employees on a common platform. 

Thus, the scope of the study aims to promote a 

healthy relationship amongst the employees. 

Need of the Study 

Every organization has its own culture. 

Since many employees spend more hours at their 

workplace, their organization’s culture obviously 

affects both their work lives as well as their 

personal lives. Organizational culture refers to the 

beliefs, ideologies, principles and values that the 

individuals of an organization share. This culture is 

a determining factor in the success of the 

organization.These organizational cultures are 

important because they can encourage employees 

to work in different ways. Sometimes collaboration 

is more important than competition, and at times 

strict control is more important than creative 

freedom. However, no one of these types of 

organizational cultures is universally better than 

another. This organizational culture is essential to 

represent certain predefined policies for guiding the 

employees and give them a sense of direction at the 

workplace, to bring all the employees on a common 

platform also to promote a healthy relationship 

amongst the employees. 

 Statement of the Problem 

Currently the organization faced with 

challenges and opportunities due to the constant 

changing world of business.  The changes in the 

business world include technological advances and 

economic trends in the global market.  The 

implication of these constant changes is that 

organizational members are expected to compete 

and survive in the dynamic business world. These 

changes affect other aspects of the organization’s 

functioning, such as organizational culture and 

organizational commitment. To determine how 

commitment is affected by the many changes such 

as increased global competition, reengineering and 

downsizing that occurring in the world of work. 

The focus of this study is to investigate the attitude 

and satisfaction of the employees working in ABT 

Maruti, Coimbatore. 

III. OBJECTIVES  

1. To study the demographic profile of the 

employee’s in overall organization. 

2. To analyze the employee’s perception towards 

the organization. 

3. To study the overall satisfaction in 

organization. 

4. To offer findings, suggestion and conclusion. 

Research Methodology 

In this study convenience sampling is 

used. The actual number of respondent chosen as a 

sample to represent the population characteristics is 

200.The primary data has been collected from the 
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employee who is working in ABT Maruti, 

Coimbatore branch from various departments in a 

random basis. The data were collected using a 

structured questionnaire from the employees were 

preferred in this research problem over other 

method of data collection. The secondary data were 

collected from the existing documents of the 

company, various reports, company magazines and 

websites. 

 Tools Used  

 Percentage method  

 Chi-square Test 

 Correlation 

 ANOVA  

 Ranking  

Limitation of the Study 

Every research study is been set with 

certain limitations Based on the objectives, the 

study is prone to certain limitations:  

 The sample size was only 200, which is very 

limited, accuracy of result will not be obtained. 

 Lack of co-operation of the respondent 

because of the busy schedule. 

 In depth of the research process could not be 

conducted due to high cost and paucity of 

time. 

Analysis & Interpretation 

Table No: 1 Demographic profile of the respondents 

Factors 
No of 

Respondents 

% of 

Respondents 

Male 146 73 

Female 54 27 

Total 200 100 

Age Group 
No of 

Respondents 

% of 

Respondents 

Below 20 

Years 
16 8 

21 – 30 years 48 24 

31 – 40 years 82 41 

41 – 50 years 32 16 

51 and above 22 11 

Total 200 100 

Qualification 
No of 

Respondents 

% of 

Respondents 

School Level 12 6 

UG 54 27 

PG 46 23 

Diploma 70 35 

Professional 18 9 

Others - - 

Total 200 100 

Year of 

Experience 

No of 

Respondents 

% of 

Respondents 

Below 1 year 36 18 

1 – 5 years 66 33 

6 – 10 years 44 22 

11 – 15 years 30 15 

More than 15 

years 
24 12 

Total 200 100 

Monthly 

Earnings 

No of 

Respondents 

% of 

Respondents 

Below 10,000 68 34 

10,001 – 

15,000 
82 41 

15,001 – 

25,000 
36 18 

More than 

25,000 
14 7 

Total 200 100 

Marital 

Status 

No of 

Respondents 

% of 

Respondents 

Married 122 61 

Unmarried 78 39 

Total 200 100 

Interpretation 

From the above table, it was found 

thatmajority (73% )of the respondents are male 

category ,in the age wise analysis of the employee 

majority of them (41%) belongs to 31 – 40 

category and among 200 respondents, 35% of the 

respondents are diploma holder, it was found that, 

majority (33%) of the respondents are under 1-5 

years experience, majority of the respondents 

belongs the salary category of below 10,001 – 

15,000 (41%,)it was found that, 61% of the 

respondents are married and the rest of 39% are un 

married . 
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Table No: 2 Level of satisfaction in the organization about 

selection process 

Satisfaction 

Level 

No of 

Respondents 

% of 

Respondents 

Highly 

Satisfied 
46 23 

Satisfied 78 39 

Neutral 42 21 

Dissatisfied 34 17 

Highly 

Dissatisfied 
- - 

Total 200 100 

Interpretation 

From the above table 2 it was found 

that,towards the level of satisfaction in the 

company, 39% of the respondents are satisfied, 

23% of them are highly satisfied, 21% of them are 

neutral and the rest of 17% of them are dissatisfied. 

Table No: 3 Opinion about placement is based on skills and 

knowledge 

Opinion 
No of 

Respondents 

% of 

Respondents 

Strongly 

Agree 
64 32 

Agree 72 36 

Neutral 36 18 

Disagree 28 14 

Strongly 

Disagree 
- - 

Total 200 100 

Interpretation 

From the above table 3 it was found that, 

36% of the respondents agree the placement based 

on skills and knowledge, 32% of them strongly 

agree this, 18% of them neutral and rest of 14% of 

them disagree this. 

Table No: 4 Opinion about induction procedure in the 

organization 

Opinion 
No of 

Respondents 

% of 

Respondents 

Strongly 

Agree 
86 43 

Agree 74 37 

Neutral 24 12 

Disagree 16 8 

Strongly 

Disagree 
- - 

Total 200 100 

 

Interpretation:  

From the above table 4 it was found that, 

43% of the respondents strongly agree the 

organization induction procedure, 37% of them 

agree this, 12% of them are neutral and rest of 8% 

of them disagree this. 

Table No: 5 Way of induction procedure helpful 

Particulars 
No of 

Respondents 

% of 

Respondents 

To remove fear 38 19 

To get better 

relationship 
26 13 

To know about 

organization 
36 18 

To know about 

nature of job 
54 27 

To get easy 

access to work 
46 23 

Total 200 100 

Interpretation 

 From the above table 5 it was found that, 

in the way of induction procedure, 27% of the 

respondent said it was helpful to know about nature 

of job. 

Table No: 6 Opinion about training given improves skills, 

knowledge and performance 

Opinion 
No of 

Respondents 

% of 

Respondents 

Strongly 

Agree 
94 47 

Agree 66 33 

Neutral 32 16 

Disagree 8 4 

Strongly 

Disagree 
- - 

Total 200 100 

Interpretation 

From the above table 6 it was found that, 

towards the opinion about training program given 

improves the respondent skills, knowledge and 

performance, 47% of the respondents strongly. 
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Table No: 7 Opinion about salary given based on performance 

Opinion 
No of 

Respondents 

% of 

Respondents 

Strongly 

Agree 
24 12 

Agree 68 34 

Neutral 54 27 

Disagree 32 16 

Strongly 

Disagree 
22 11 

Total 200 100 

Interpretation 

From the above table 7 it was found that, 

towards the opinion about salary given based on 

respondent performance, 34% of the respondents 

agree. 

Table No: 8 Level of satisfaction on incentive provided 

Satisfaction 

Level 

No of 

Respondents 

% of 

Respondents 

Highly 

Satisfied 
22 11 

Satisfied 54 27 

Neutral 78 39 

Dissatisfied 34 17 

Highly 

Dissatisfied 
12 6 

Total 200 100 

Interpretation 

 From the above table 8 it was found that, 

towards the level of satisfaction on incentive 

provided, 39% of the respondents are in neutral, 

27% of them are satisfied, 17% of them are 

dissatisfied, 11% of them are highly satisfied and 

the rest of 6% of them are highly dissatisfied. 

Table No: 9 Level of satisfaction on performance appraisal 

system 

Satisfaction 

Level 

No of 

Respondents 

% of 

Respondents 

Highly 

Satisfied 
26 13 

Satisfied 50 25 

Neutral 66 33 

Dissatisfied 36 18 

Highly 

Dissatisfied 
22 11 

Total 200 100 

Interpretation 

 From the above table 9 it was found that, 

towards the level of satisfaction on performance 

appraisal system, 33% of the respondents are in 

neutral, 25% of them are satisfied, 18% of them are 

dissatisfied, 13% of them are highly satisfied and 

the rest of 11% of them are Highly Dissatisfied. 

Table No: 10 Satisfaction level with welfare facilities provided 

Particulars 
No of 

Respondents 

% of 

Respondents 

Yes 106 53 

No 94 47 

Total 200 100 

Interpretation 

From the above table 10 it was found that, 

53% of respondents are satisfied with the welfare 

facilities provided and the remaining 47% of them 

are not satisfied with the welfare facilities 

provided. 

Table No: 11 Level of satisfaction on working with the company 

Satisfaction 

Level 

No of 

Respondents 

% of 

Respondents 

Highly 

Satisfied 
48 24 

Satisfied 44 22 

Neutral 66 33 

Dissatisfied 26 13 

Highly 

Dissatisfied 
16 8 

Total 200 100 

Interpretation 

 From the above table 11 it was found that, 

towards the level of satisfaction on working with 

the company, 33% of the respondents are in 

neutral, 24% of them are highly satisfied, 22% of 

them are satisfied, 13% of them dissatisfied and the 

rest of 8% of them are highly dissatisfied. 
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Table showing the relationship between age Group and training Factors 

Table No: 12 Relationship between age group and training factor 

Chi-Square Tests 

 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 6.709E2
a
 40 .000 

Likelihood Ratio 482.273 40 .000 

Linear-by-Linear Association 169.501 1 .000 

N of Valid Cases 200   

a. 42 cells (76.4%) have expected count less than 5. The minimum expected count is .16. 

 

H0 There is no relationship between age group and salary 

H1 There is relationship between  age group and  salary 
Interpretation 

From the above table, it was found that there is significant relationship between age group and training 

factor. 

Table Showing the Relationship between age Group and Salary 

Table No: 13 Relationship between age group and salary 

Chi-Square Tests 

 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 6.956E2
a
 44 .000 

Likelihood Ratio 525.752 44 .000 

Linear-by-Linear Association 184.167 1 .000 

N of Valid Cases 200   

a. 47 cells (78.3%) have expected count less than 5. The minimum expected count is .16. 

 

H0 There is no relationship between age group and salary 

H1 There is relationship between  age group and  salary 
 

Interpretation 

From the above table, it was found that there is significant relationship between age group and salary. 

Table Showing the Relationship between Age Group and Performance Appraisal Factor 

Table No: 14 Relationship between age group and performance appraisal factor 

Chi-Square Tests 

 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square 6.439E2
a
 44 .000 

Likelihood Ratio 495.617 44 .000 

Linear-by-Linear Association 172.395 1 .000 

N of Valid Cases 200   

a. 47 cells (78.3%) have expected count less than 5. The minimum expected count is .08. 

 

H0 There is no relationship between age group and performance appraisal factor 

H1 There is relationship between  age group and   performance appraisal factor 
Interpretation 

From the above table, it was found that there is significant relationship between age group and 

performance appraisal factor. 
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 Anova 

Table No: 15 Relationships between Age Group and 

Recruitment, Selection, Placement, Induction, Training, Salary, 

Performance Appraisal, Career Development and Perception 

Factor 

Descriptive 

Dependent 

Variables 
Age Group N Mean 

Recruitment 

Below 20 Years 16 2.0000 

21 – 30 48 2.2917 

31 – 40 82 5.0976 

41 – 50 32 8.3125 

51 and above 22 9.0000 

Total 200 5.1200 

Selection 

Below 20 Years 16 7.0000 

21 – 30 48 8.4583 

31 – 40 82 10.2683 

41 – 50 32 12.8125 

51 and above 22 15.0000 

Total 200 10.5000 

Placement 

Below 20 Years 16 1.0000 

21 – 30 48 1.0000 

31 – 40 82 2.1220 

41 – 50 32 3.1875 

51 and above 22 4.0000 

Total 200 2.1400 

Induction 

Below 20 Years 16 3.0000 

21 – 30 48 3.5625 

31 – 40 82 6.8171 

41 – 50 32 9.3438 

51 and above 22 12.0909 

Total 200 6.7150 

Training 

Below 20 Years 16 4.1250 

21 – 30 48 5.6250 

31 – 40 82 7.6341 

41 – 50 32 11.0625 

51 and above 22 13.7273 

Total 200 8.0900 

Salary 

Below 20 Years 16 3.0000 

21 – 30 48 4.8750 

31 – 40 82 7.8049 

41 – 50 32 10.8125 

51 and above 22 13.5455 

Total 200 7.8300 

Dependent 

Variables 
Age Group N Mean 

Performance 

appraisal 

Below 20 Years 16 5.0000 

21 – 30 48 6.3333 

31 – 40 82 10.7073 

41 – 50 32 14.0625 

51 and above 22 17.0000 

Total 200 10.4300 

C
ar

ri
er

 D
ev

el
o

p
m

en
t Below 20 Years 16 2.0000 

21 – 30 48 3.0833 

31 – 40 82 5.0000 

41 – 50 32 7.8125 

51 and above 22 9.7273 

Total 200 5.2700 

Perception 

Below 20 Years 16 23.3750 

21 – 30 48 30.1667 

31 – 40 82 48.5122 

41 – 50 32 67.9375 

51 and above 22 84.4545 

Total 200 49.1600 

Null hypothesis (Ho) 

There is significant relationship between 

the age group and recruitment, selection, 

placement, induction, training, salary, performance 

appraisal, career development and perception 

factor. 

Alternative hypothesis (H1) 

There is no significant relationship 

between the age group and recruitment, selection, 

placement, induction, training, salary, performance 

appraisal, career development and perception 

factor. 
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Dependent Variables Mean Mean Square F Sig. 

Recruitment 

4 346.601 929.479 .000 

195 .373   

199    

Selection 

4 275.326 781.527 .000 

195 .352   

199    

Placement 

4 45.191 322.615 .000 

195 .140   

199    

Induction 

4 411.057 797.357 .000 

195 .516   

199    

Training 

4 415.250 886.134 .000 

195 .469   

199    

Salary 

4 449.567 674.597 .000 

195 .666   

199    

Performance Appraisal 

4 700.201 703.033 .000 

195 .996   

199    

Carrier development 

4 288.934 1.420E3 .000 

195 .204   

199    

Perception 

4 17028.775 864.792 .000 

195 19.691   

199    

Interpretations 

The above table shows there is significant 

relationship between the age group and 

recruitment, selection, placement, induction, 

training, salary, performance appraisal, career 

development and perception factor. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Correlation Analysis 

      Co-efficient of Correlation Analysis is a 

statistical tool, which studies the relationship 

between two variables and correlation analysis 

involves various methods and techniques used for 

studying and measuring the extent of the extent of 

the relationship two variables. 

𝐫 =
𝐧 𝐗𝐘 −   𝐗 ( 𝐘)

 𝐧 𝐗𝟐 − ( 𝐗)𝟐  𝐧 𝐘𝟐 − ( 𝐘)𝟐
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Table No: 16 Correlation between Recruitment, selection, placement, induction, training, salary, performance appraisal factors 

Correlations 

  Recruitment Selection Placement Induction Training Salary Performance Appraisal Carrier Development Perception 

Recruitment 

Pearson Correlation 1 .884
**

 .916
**

 .957
**

 .947
**

 .941
**

 .971
**

 .945
**

 .954
**

 

Sig. (2-tailed)  .000 .000 .000 .000 .000 .000 .000 .000 

N 200 200 200 200 200 200 200 200 200 

Selection 

Pearson Correlation .884
**

 1 .924
**

 .924
**

 .932
**

 .945
**

 .920
**

 .958
**

 .965
**

 

Sig. (2-tailed) .000  .000 .000 .000 .000 .000 .000 .000 

N 200 200 200 200 200 200 200 200 200 

Placement 

Pearson Correlation .916
**

 .924
**

 1 .936
**

 .923
**

 .945
**

 .940
**

 .935
**

 .965
**

 

Sig. (2-tailed) .000 .000  .000 .000 .000 .000 .000 .000 

N 200 200 200 200 200 200 200 200 200 

Induction 

Pearson Correlation .957
**

 .924
**

 .936
**

 1 .975
**

 .974
**

 .975
**

 .969
**

 .982
**

 

Sig. (2-tailed) .000 .000 .000  .000 .000 .000 .000 .000 

N 200 200 200 200 200 200 200 200 200 

 

Training 

Pearson Correlation .947
**

 .932
**

 .923
**

 .975
**

 1 .967
**

 .956
**

 .971
**

 .975
**

 

Sig. (2-tailed) .000 .000 .000 .000  .000 .000 .000 .000 

N 200 200 200 200 200 200 200 200 200 

Salary 

Pearson Correlation .941
**

 .945
**

 .945
**

 .974
**

 .967
**

 1 .980
**

 .969
**

 .988
**

 

Sig. (2-tailed) .000 .000 .000 .000 .000  .000 .000 .000 

N 200 200 200 200 200 200 200 200 200 

Performance Appraisal 

Pearson Correlation .971
**

 .920
**

 .940
**

 .975
**

 .956
**

 .980
**

 1 .965
**

 .978
**

 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000  .000 .000 

N 200 200 200 200 200 200 200 200 200 

Careers Development 

Pearson Correlation .945
**

 .958
**

 .935
**

 .969
**

 .971
**

 .969
**

 .965
**

 1 .980
**

 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000  .000 

N 200 200 200 200 200 200 200 200 200 

Perception 

Pearson Correlation .954
**

 .965
**

 .965
**

 .982
**

 .975
**

 .988
**

 .978
**

 .980
**

 1 

Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000  

N 200 200 200 200 200 200 200 200 200 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Interoperation 

                 Hence, there is a statistically significant 

association between the Recruitment, selection, 

placement, induction, training, salary,  performance 

appraisal, career development and perception 

factors and it was found to have  a positive 

correlation. 

Ranking Analysis 

Table No: 16 Ranking Analyses of Welfare Facilities Provided 

Welfare Facilities Rank 

Rest Facilities 2 

Canteen 1 

Toilet and Washing Facilities 3 

Hospital Facilities 5 

Children Education 4 

Tour Facilities 6 

Interpretation 

The above table clearly indicates that the 

majority of the surveyed respondents choice of 

welfare facilities provided is Canteen as this factors 

is ranked first, next one is Rest facilities followed 

by Toilet and Washing Facilities, Children 

Education comes next followed by Hospital 

Facilities and last one is Tour Facilities. 

IV. SUGGESTIONS AND CONCLUSION 

 Some of the respondents not agree the 

organization recruitment policy, so as per HR 

policy the rules and regulations of the same 

have to be analyzed. 

 Placement should be based on skills and 

knowledge clearly. 

 The induction process may be continued with 

the existing procedure, since there are no 

issues about the system. 

 The opinion about salary given based on 

respondent performance is not fully satisfied 

all type of respondent, so it has to be reviewed. 

 There should be an open mind in incentive 

provided system to satisfy all kind of 

employee. 

 The level of satisfaction with performance 

appraisal system should be increased in any 

one of the way as per company norms, since 

the personal growth of the same is poor. 

 The welfare facilities provided in the company 

is not up to employees’ expectation level, it 

has to be monitored and revised. 

 The approach, timeliness response, 

professionalism and net result with the HR 

department is poor, it should be analyzed 

seriously. 

 The company should convey its mission to all 

the employees very clearly. 

 The respondent level of satisfaction with the 

company has to be improved by analyzing the 

existing system with the help of HR. 

V. CONCLUSION 

 A Company needs to implement different 

methods to measure the satisfaction of their 

employees such as different types of surveys or 

personal interviews with the employee to collect 

the right information. This could be very helpful if 

handled carefully.  One of the best ways to keep 

their employee satisfied is to develop team spirit, 

make him feel like a team or like a family, this 

motivates him to work efficiently as he gets the 

feeling of being respected.  Going for outings, trips, 

parties or company events is also helpful in 

building up strong bonds among the co-workers.  

They can participate in the events or organize 

camps, paintball games etc to strengthen the 

employee relations in a work free environment.  

This strategy is useful in team building and many 

employee, as this is a prime factor but not the 

overall solution for employee satisfaction, an 

employee may be happy with his appraisals and 

incentives but if he is continuously working under 

stress and pressure, soon he may not find the 

monetary gains that are important due to the stress 

he has to face in his daily work.  If he finds his 

working environment disturbing it can affect his 

mental peace and may de-motivate him.   
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 Hence an overall pleasant work 

environment is a very important aspect of 

employee satisfaction.  Certain necessary amenities 

should be provided for the workers in the working 

areas, such as drinking water, clean and 

comfortable rest rooms, cafeterias, clean and 

hygienic wash rooms, first aid ailments or doctors 

on call, telephone facilities etc.  This makes the 

employee feel that he is been taken care of by his 

seniors and that the company is concerned about all 

his basic needs.  This would definitely make him 

happy and a happy employee is always a bone for 

the company.  If he feels respected and feels that 

his work is being recognized, he will always try to 

give his best performance and this obviously turns 

the organization into a profit making organization.  
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