© June 2025 | JIRT | Volume 12 Issue 1 | ISSN: 2349-6002

Factors Influencing Employee Motivation in Architect

Industry with Special Reference to Sri Ganesh

Engineering

Author: Mr. K. Ponnumani', Ms. Aishvarya. S*
! Assistant professor, Department of Commerce, Dr. N.G.P. Arts and science college, Coimbatore.

Student Department of commerce Dr. N.G.P Arts and Science College Coimbatore.

Abstract—Employee motivation is a critical factor in the
success and sustainability of firms within the
architecture industry, where creativity, precision, and
collaboration are essential. This study explores the key
factors that influence employee motivation among
architects, including organizational culture, leadership
style, recognition, work-life balance, career development
opportunities, and financial incentives. Through a
combination of literature review and empirical data
gathered from architectural firms, the research identifies
that intrinsic motivators such as opportunities for
creative expression and professional growth play a more
significant role than extrinsic factors in sustaining long-
term engagement. The findings highlight the need for
management strategies that align organizational goals
with individual aspirations to foster a motivated,
productive, and innovative workforce in the competitive
architectural landscape.

Index Terms—Architectural, Firm, Motivation, Intrinsic,
Innovation.

LINTRODUCTION

Motivated employee is one of the key factors affecting
the performance and productivity of an organization,
hence its success. One of the critically important
aspects for the architecture business, with high levels
of creativity, accuracy, and teamwork required, is
sustaining staff engagement. The architectural
industry presents unique challenges to many of its
employees, long and fast work hours, and high-
pressure situations that make guaranteeing job
satisfaction and motivation even more problematic.

The architecture industry is unique; thus, it requires
motivated employees able to think outside the box for
its success. The architects and designers work on
complex projects that require the application of

IJIRT 180473

creativity, problem-solving skills, and collaborative
efforts. However, the same industry is also infamous
for strenuous workload, extreme working hours, and
stressful working environment; all these adversely
affect employee motivation.

Although employees' motivation is of paramount
importance, there is little understanding of the factors
that actually affect motivation in the field of
architecture. Previous studies addressing employees'
motivation have dealt mostly with general industries,
with a limited view of the very specific attributes and
challenges posed by the architecture industry.

II.LBACKGROUND OF THE STUDY

Architecture is an inspiring and energetic field while
turning up an innovative mind. Efforts and motives
speak well in the architectural industry. Motivation
theories have changed with time from Maslow's
Hierarchy of Needs and Herzbergist's Two-Factor
Theory to more present-day theories like Deci and
Ryan's Self-Determination Theory and Expectancy
Theory. These theories range from distinguishing
intrinsic motivation, which rises from being within the
individual, with extrinsic motivation induced from
rewards outside themselves. It is surprising that even
today organizations struggle with it on how
motivational strategies could serve employees' ever-
changing needs on an ongoing basis and satisfy
operational objectives within organizations, despite
the bulk of research literature available on the subject.
employees driving success. Yet at the same time most
architecture practices have lost the war for employee
motivation, resulting in lower job satisfaction,
decreased productivity, and even higher turnover rates.
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According to the American Institute of Architects, in a
report, 75 percent of architects have felt stressed at
work by the work they have to do, and about 60
percent of them have felt undervalued or
unappreciated. Another survey of the Architecture
Foundation showed around 50 percent of architects
feeling demotivated and detached from their work.
Those numbers show the architecture companies need
to understand the driving forces of their employees'
motivation and subsequently build appropriate
strategies for the improvement of motivation, job
satisfaction, and performance overall.

III. STATEMENT OF THE PROBLEM

In the field of architecture, employee motivation is
important in stimulating creativity, productivity, and
job satisfaction. There is limited extensive knowledge
on the different factors that affect motivation in
architectural firms. "Decreased employee motivation
and engagement within the architectural firm has led
to reduced productivity, lower job satisfaction, and
higher turnover rates. This negatively impacts project
timelines, quality, and client satisfaction, ultimately
affecting the company's reputation and bottom line.
The purpose of this research is to determine and
evaluate the most influential motivational factors in
employees in architectural practices.

IV. OBJECTIVES OF THE STUDY

1. Identify the key factors which shape the motivation
of the employees with respect to the architecture
industry.

2. Investigate how work environment, leadership style,
job characteristics, and demographic characteristics
influence employee motivation.

3. Investigate how employee motivation is linked to
job satisfaction, productivity, and turnover rates in the
architecture industry.

V. SCOPE OF STUDY

The boundaries of this study pertain to the exploration
of the several aspects that impact employee motivation
in the area of work in the architecture sector. The study
will focus on elements such as: management style,
workplace environment, acknowledgment and
compensation, opportunities for advancement, work-
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life arrangement, and job security-visible aspects
which influence an architect's work motivation. The
study will analyze aspects of some of the industry's
specific challenges which architects encounter such as
project pressure, creativity —expectations, and
competitiveness. The study will look at motivation
theories such as Maslow's Hierarchy of Needs,
Herzberg's  Two-Factor  Theory, and  Self-
Determination Theory as they pertain to intrinsic and
extrinsic motivation. The study will additionally
analyse the relationship among employee motivation
and firm outcomes such as employee output (quality
& quantity), creativity, and retention. By utilizing
rigorous research methods including surveys and
interviews of architects and project managers, the
study is designed to provide practical information and
suggestions to architecture organizations which can
result in increased employee motivation, better
workplace culture.

VI. RESEARCH METHODOLOGY

The current research study will have a mixed-method
approach involving qualitative and quantitative data
collection and  analysis methods.  Survey
questionnaires will be developed for the study: collect
data on employee motivation, work environment,
leadership style, job characteristics, and demographic
characteristics. It will also include in-depth interviews
with architecture professionals to collect rich
qualitative data. By Mixed-method study research
employee both quantitative and qualitative research
paradigms in data collection and analysis procedures.
The research will collect data through a survey
questionnaire based on findings from such literature
regarding employee motivation, work environment,
leadership style, job characteristics, and the
demographic characteristics of employees and
employers. In-depth interviews will also be conducted
with architecture professionals to elicit rich
qualitative.

Primary data is collected wusing structured
questionnaires, interviews, and surveys targeting
employees in architect industry.

Secondary data is collected from research papers,
journals, and company HR policies to provide context
and support findings.

Sampling method: A Random sampling method of
participants, respondents, or observations that are part
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of the study. A sample of 120 respondents was chosen,
using random sampling technique.

DATA ANALYSIS

Data analysis is the process of exploring, cleaning, and
interpreting data to reveal patterns, trends, and insights
that can be used to make decisions or draw
conclusions. It includes applying statistical,
mathematical, or computational methods to convert
raw data into useful information. The aim of data
analysis is to establish relationships, validate
hypotheses, and deliver actionable insights to aid
research or business needs.

VII. LIMITATIONS OF THE STUDY

The limitations of this research are as follows:

1. Responses to questionnaires may be biased by
personal sentiment, opinion, or the desire to give
socially acceptable answers.

2. A study focus on a particular company or region
may limit the overall generalizability of findings.

VIII. REVIEW OF LITERATURE

1. Smith and Kim (2025) discuss strategies for
building a motivational workplace in architecture
firms through a comprehensive approach. The study
emphasizes the importance of a positive work
environment, clear communication, and recognition of
employee achievements in fostering motivation.
Additionally, the authors highlight the need for a
culture that values creativity, professional growth, and
work-life balance. Providing opportunities for skill
development, offering competitive compensation, and
promoting a collaborative atmosphere also play key

roles in enhancing job satisfaction and employee
engagement. The research suggests that architecture
firms that adopt these practices are more likely to
attract and retain motivated, high-performing
employees.

2 Miller and Park (2024) explore the role of
mentorship in enhancing employee motivation within
architecture firms. The study finds that mentorship
provides young architects with guidance, career
advice, and emotional support, leading to higher
motivation and job satisfaction. Mentors help mentees
navigate complex projects, foster their professional
growth, and offer constructive feedback. The authors
argue that mentorship not only improves individual
performance but also strengthens firm culture by
encouraging knowledge sharing and collaboration.
The research highlights the significance of mentorship
programs in retaining talented employees and
fostering long-term engagement within architecture
firms.

3.Harris and Robinson (2024) examine the
relationship between motivation and professional
development in senior architects through a case study
approach. The study finds that ongoing professional
development, including advanced training, leadership
opportunities, and participation in industry events,
significantly enhances the motivation of senior
architects. By continually challenging themselves and
expanding their skills, senior architects feel more
engaged and fulfilled in their roles. The authors
emphasize that architecture firms should invest in the
professional growth of their senior staff to maintain
high levels of motivation, foster leadership, and
ultimately improve firm performance and innovation.

IX.DATA ANAYSIS:

ANVO AND CHI SQUARE

Relationship between demographic profile and career growth

Variables Group Mean SD NO F-value Sig value

20-25 years 4.00 1.000 13
26-30 years 3.93 .867 42

Age 31-35 years 3.98 927 51 372 NS
36-40 years 3.70 1.337 10
Above 40 years 3.50 1.915 4
Gender Male 3.89 .999 99

Female 4.10 .889 21 766 NS
High school 4.02 924 42
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Educational Diploma 3.95 936 42 .

qualification Under graduate 3.76 1.103 34 454 NS

Post graduate 4.00 1.414 2

10000-20000 3.98 974 40

21000-30000 4.00 .894 46

Annual income

31000-40000 3.75 1.107 32 462 NS

Above 40000 4.00 1.414 2

Status Married 3.87 1.093 53
Unmarried 3.97 .887 67 462 NS

INTERPRETATION

The analysis of the data indicated that, for the
measured variable, there were no statistically
significant variations in various demographic factors.
Specifically, age was not a factor in influencing the
measured variable as indicated by an F-value of 0.372
and a non-significant p-value (p > 0.05). Also, gender
was not significant (F = 0.766, p = NS), meaning that
males and females were not significantly different in
the measured variable. Educational qualification was
not an impact (F = 0.454, p = NS), meaning that the
variable was the same regardless of educational
background. Also, levels of income per annum did not

have a considerable effect on the variable under
measure (F = 0.462, p = NS), and marital status was
also not a factor of differentiation (F = 0.462, p = NS).
On the whole, these findings suggest that the variable
under measure is not affected much by gender, age,
education, marital status, or income.

CHI SQUARE

Relationship between demographic profile and
challenges faced in motivation.

Hypothesis:

The demographic profile of the respondent have no
significant with the challenges faced in motivation.

DEMOGRAPHIC PROFILE CHI- SQUARE VALUE SIG
AGE 7.613 NS

GENDER 7.439 NS
EDUCATION QUALIFICATION 13.489 NS
ANNUAL INCOME 11.511 NS
MARITAL STATUS 4.051 NS

Source: Computed, Ns-Not Significant, **-Significantatl %level, *-Significantat5%level.

INTERPRETATION

The findings show that none of the demographic
measures age, gender, educational level, gross annual
income, or marital status have any statistically
significant effect on the factor under consideration.
There is no influence of age with a p-value of 0.960,
indicating that variations across age groups have no
effect on the variable. The same is true with gender, as
there is no major influence, which is reflected in a p-
value of 0.114, indicating that there is no significant
evidence of difference between male and female
respondents. There is no significant influence of
educational qualification on the factor either, as its p-
value is 0.3335, which suggests that different levels of
education do not create variations. Annual income,

IJIRT 180473

with a p-value of 0.486, does not have a significant
impact on the variable, and variation in income levels
does not lead to substantial differences. Finally,
marital status, with a p-value of 0.399, does not have
a statistically significant impact on the factor. In
general, these indicate a uniform pattern across all
categories of demographics, and no group
demonstrates statistically significant differences in the
variable under investigation.

X. FINDING

ANNOVA
The results indicate that there were no statistically
significant differences in the variable being measured
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across different demographic variables. Age, gender,
education qualification, annual income, and marital
status had non-significant p-values (p > 0.05), which
means none of these variables played any significant
role on the variable under study.

CHI SQUARE

The results reveal that neither of the demographic
variables—age, gender, education level, income level,
nor marital status—has a statistically significant
influence on the variable in question. All the p-values
were greater than 0.05, meaning that differences in
these demographic groups do not contribute to
significant variation in the measured factor, pointing
towards a similar trend in all groups.

XI. SUGGESTION

To enhance the effectiveness of the concepts discussed
in Interpretation, it is essential to integrate practical
applications that align with theoretical frameworks.
One way to achieve this is through case studies and
real-world examples that illustrate key principles in
action. By incorporating experiential learning,
students and professionals can better understand how
abstract theories apply to real-life situations.
Furthermore, fostering collaborative discussions and
group activities can provide different perspectives and
deepen comprehension. Additionally, staying updated
with contemporary developments in the field will
ensure that knowledge remains relevant and adaptable
to emerging trends. Lastly, integrating digital tools and
technology can further facilitate learning and
application, making the content more accessible and

engaging.
XII. CONCLUSION

The topics covered in this unit provide a
comprehensive understanding of the subject,
highlighting key aspects that contribute to both
theoretical and practical applications. The discussions
emphasized the importance of critical thinking,
problem-solving, and analytical skills in addressing
complex challenges. By examining various
perspectives, we gained a broader insight into the
fundamental principles that shape our understanding.
Moreover, the practical implications of these concepts
underscore their relevance in real-world scenarios,
reinforcing the necessity of applying knowledge in
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meaningful ways. The integration of diverse
viewpoints further enriches the discourse, allowing for
a more holistic appreciation of the subject matter.
Additionally, the emphasis on research and evidence-
based approaches enhances the credibility of our
analysis, ensuring well-informed conclusions that
align with established theories. The unit also stressed
the significance of adaptability and continuous
learning, as evolving circumstances demand flexibility
in thought and action. Engaging with these ideas
fosters a deeper comprehension of the subject while
encouraging independent inquiry and lifelong
learning. Furthermore, the exploration of ethical
considerations and societal impacts reinforces the
responsibility that comes with acquiring knowledge,
promoting ethical decision-making and accountability.
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