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ABSTRACT

This research looks at Daikin's employee motivation and engagement tactics. It focuses on assessing current levels of engagement, comprehending how it affects important performance indicators, and creating workable plans to improve staff motivation and retention. The study has three main goals: first, it will examine Daikin's current employee engagement level and pinpoint any areas that might need improvement; second, it will evaluate the impact of employee motivation and engagement on critical organizational outcomes like productivity, employee retention, and customer satisfaction; and third, it will develop customized tactics and suggestions that can help Daikin's workforce become more engaged and motivated.

The technique comprises a thorough examination of quantitative data obtained from employee surveys that center on characteristics related to engagement, motivation, and work satisfaction. These surveys assess a range of employee experience factors, such as channels for providing feedback, chances for training, flexibility in the workplace, efforts for employee appreciation, and efficaciousness of communication. Regression modeling and correlation analysis are two statistical techniques used to evaluate the data and determine the connections between key performance metrics and employee engagement.

According to preliminary research, employees' work satisfaction may be positively impacted by customized training and frequent feedback, but there may be negative effects from other factors as well, such as management's clarity and regularity of communication. Additionally, there doesn't seem to be much of an impact of flexible working arrangements on employee engagement. The research stresses customized development programs as powerful motivators and the urgent need for deliberate changes in communication strategies.

Preliminary studies indicate that frequent feedback and specialized training may have a good influence on workers' work happiness, but other aspects, such as management's regularity and clarity of communication, may also have a negative impact. Furthermore, it appears that flexible work schedules have no effect on worker engagement. According to the research, purposeful modifications to communication tactics are urgently needed, and tailored development programs are very effective motivators.

Introduction

Organizations that want to improve productivity, retain talent, and create a healthy workplace culture must prioritize employee motivation and engagement. This is a thorough and in-depth analysis of methods to improve worker motivation and engagement: 
Recognizing Motivation and Employee Engagement 
Employee engagement is the degree to which a worker feels a sense of belonging and dedication to their employer. Workers who are engaged are less likely to quit, more likely to be productive, and more likely to contribute to the success of the company. 
Conversely, motivation is what propels workers to action. Extrinsic motivation is fueled by outside incentives like recognition or wage increases, but intrinsic motivation is motivated by internal rewards like fulfillment or accomplishing personal goals. 

Techniques for Increasing Motivation and Engagement in the Workforce

1. Open and Honest Communication 

• Maintain Open Channels of Communication: Provide staff members with regular information on corporate plans, strategies, and future goals. Transparency has the power to foster trust and provide workers with a sense of inclusion and worth.
• Feedback Systems: Provide strong feedback channels so that staff members may express their ideas and thoughts. This includes an open-door policy with management, feedback boxes, and frequent polls. 

2. Systems of Reward and Recognition 
• Regular Recognition: Put in place initiatives that honor staff members' accomplishments on a regular basis, no matter how minor. This could be done informally during team meetings or through official award ceremonies. 
• Personalized prizes: Adjust incentives and prizes based on each person's requirements and preferences. This might take the form of extra vacation days, gift cards, incentives, or flexible work schedules.

3. Opportunities for Career Development 

• Education and Training: Provide chances for professional growth, including training sessions, classes, seminars, and conference passes.
• Career Pathing: Assist staff members in visualizing their internal career trajectories and offer the assistance required to meet their professional objectives.

4. Supportive Leadership 

• Empathetic Leadership: Managers should make an effort to comprehend the difficulties faced by staff members and offer assistance in resolving them. A supportive environment that is nurtured by empathetic leadership can increase employee happiness. 
• Leadership Development Programs: Invest in these programs to provide managers the tools they need to motivate and inspire their workforce effectively. 

5. Improving Equilibrium Work-Life 

• Adaptable Work Schedules: Provide workers with choices for remote work, reduced workweeks, and flexible working hours to assist them manage their personal and professional life.

· Wellness Initiatives: Put in place initiatives that promote both emotional and physical well-being, such as health tests, counseling, and gym memberships. 

6. Creating a Positive Workplace Culture 

• Team Building Activities: Plan social gatherings, team trips, and group activities on a regular basis to foster camaraderie among staff members. 

• Inclusive Culture: Encourage the development of an inclusive culture where everyone feels like they can participate equally and diversity is respected. 
7. Leveraging Technology 

• Productivity Tools: Provide staff members with the newest equipment and tools to enable them to work more productively. 
• Employee Engagement Platforms: Make use of platforms that monitor engagement metrics and collect data on workers' opinions about different areas of their workplace.

Obstacles and Things to Think About 

• Alignment with Business Goals: Make sure that the grand goals of the company are reflected in the engagement initiatives.
• Cultural Differences: Take into consideration the subtle cultural differences that may influence the perception of engagement and incentive tactics among personnel with diverse origins. 
• Sustainability: Plans need to be flexible enough to adjust to changes in the business and outside world.

Conclusion

A multifaceted strategy that is adapted to the particular requirements of the workforce and the organizational context is needed to increase employee engagement and motivation. Through the implementation of various strategies such as transparent communication, technological integration, career development, work-life balance, supportive leadership, and positive workplace culture, firms may establish an atmosphere that not only inspires people but also propels the company forward.

Motivation and employee engagement are critical components that propel organizational success in the modern corporate environment. Workers who are highly engaged have a strong bond with their employer and take aggressive steps to advance the goals and standing of the firm. On the other hand, motivation describes the internal and external elements that encourage employees to take initiative in order to meet their own goals as well as those of the company. Because it directly affects important performance measures like productivity, staff retention, and ultimately customer happiness, the relationship between engagement and motivation is critical.

Leading manufacturer of HVAC systems worldwide, Daikin Industries understands the value of creating an atmosphere at work that encourages high levels of motivation and engagement from its staff. Daikin confronts particular difficulties in retaining a continuously engaged and motivated workforce because of its varied workforce, which operates in a variety of geographic and cultural environments. Three major goals will be accomplished by this study, "A Study on Employee Engagement and Motivation Strategies at Daikin," in order to address these issues:

1. Analyzing Current Employee Engagement Levels: This entails a careful investigation of the engagement measures that are currently in place within Daikin's personnel. Finding both areas of strength and room for improvement is the aim. The business may more effectively allocate its resources and strategies to areas that require improvement by having a better grasp of the present status of employee engagement.

2. Comprehending the Effect on Key Performance Indicators: It is imperative to investigate the ways in which staff motivation and engagement impact important outcomes including output, attrition rates, and customer satisfaction. This knowledge will be useful in estimating the return on investment from engagement strategy investments and in presenting a strong case for organizational transformation.

3. Creating Tailored Strategies: The study attempts to provide customized suggestions that would encourage a more engaged and motivated workforce based on the insights gathered from the investigation. In addition to filling in the deficiencies that have been found, these tactics aim to build on the strengths already there in order to establish a long-lasting and productive workplace.

4. To conduct this lengthy study, a variety of data collection methodologies, including surveys, interviews, and focus groups, will be employed to collect qualitative and quantitative information from a wide spectrum of Daikin personnel. Analytical methods such as statistical and thematic analysis will be used to examine the data and draw conclusions from it.

The goal of this research is to provide the groundwork for improving employee motivation and engagement at Daikin. It is anticipated that the recommendations and findings will result in better employee well-being and organizational performance. Daikin hopes to secure its competitive edge in the worldwide market by investing in engagement and motivation techniques that will not only improve operational efficiency but also foster a work environment that draws in, keeps, and develops talent.

2. LITERATURE REVIEW 
1. "Drive: The Unexpected Reality About Our Inner Motivators," Daniel H. Pink writes:

• Key Takeaway: Pink contends that conventional incentives, such as money, don't always work. Rather, he emphasizes the three internal factors—autonomy, or control over one's work; mastery, or the chance to grow—that propel motivation (useful labor).

• Contribution: The book changes the emphasis from external incentives to interior fulfillment, which affects how businesses formulate their incentive plans.

2. Marcus Buckingham & Curt Coffman's "First, Break All the Rules: What the World's Greatest Managers Do Differently":

• Crucial Knowledge: Drawing on a plethora of Gallup data, it finds that the most effective managers go against the grain by emphasizing the expectations and strengths of their workforce in order to increase satisfaction and output.

• Contribution: Offers managers practical advice on utilizing employees' abilities to raise engagement and productivity.

3. William H. Macey and Benjamin Schneider's "Employee Engagement: Tools for Analysis, Practice, and Competitive Advantage":

• Key Takeaway: Stresses the strategic importance of employee engagement in gaining a competitive edge while providing a thorough framework for comprehending and promoting it.

• Contribution: By using standardized procedures and instruments, HR professionals may assess and enhance employee engagement with the help of this work.

4. The Employee Experience Advantage: How to Win the War for Talent by Giving Employees the Workspaces They Want, the Tools They Need, and a Culture They Can Celebrate" written by Jacob Morgan:

• Key Takeaway: Morgan suggests that enhancing workplace layout, technology, and corporate culture enhances employee experience, which in turn raises motivation and engagement levels.

• Contribution: Showcases how emphasizing comprehensive employee experiences helps businesses draw in and keep talent.

5. Victor H. Vroom, "Work and Motivation":

1. Important Takeaway: According to Vroom's Expectancy Theory, an employee's effort is determined by the value they place on the expected result of their work.

2. Contribution: Offers managers an understanding of how employee behavior is influenced by expectations and incentives by offering a psychological explanation of motivation.

6. Author Leigh Branham's book "The 7 Hidden Reasons Employees Leave: How to Recognize the Subtle Signs and Act Before It's Too Late"

1. Crucial realization: Branham points out frequently disregarded causes of employee turnover, including inadequate feedback and work objectives that aren't met.

2. Contribution: Provides managers with proactive approaches to deal with these problems in order to retain talent.

7. Leaders Eat Last: Why Some Teams Pull Together and Others Don’t" written by Simon Sinek: 
1. Key Takeaway: Sinek investigates how team leaders may foster a climate of trust and safety, which encourages increased team member collaboration and motivation.
2. Contribution: Promotes a leadership approach that centers on enhancing the well-being of employees in order to cultivate a cooperative and driven workforce. 

8. Edward L. Deci, "Why We Do What We Do: Understanding Self-Motivation": 
1. Important insight: Deci and Richard Ryan created the Self-Determination Theory, which highlights relatedness, autonomy, and competence as essential components in promoting intrinsic drive.
2. Contribution: This book offers a basic psychological theory that explains how to develop intrinsic motivation as opposed to external drive that is forced.

9. Robert D. Austin, "Measuring and Managing Performance in Organizations":

1. Key Takeaway: Austin talks about the paradoxical nature of performance evaluations, illustrating how, depending on how they're used, they may both inspire and demotivate workers.

2. Contribution: Provides advice on how to create systems that actually improve performance without having unfavorable effects and alerts readers to the traps in performance management.

10. The Science of Motivation: Strategies & Techniques for Turning Dreams into Destiny" written by Brian Tracy:

1. Key Takeaway: Tracy emphasizes the need for consistency, dedication, and clarity while providing helpful strategies for establishing and accomplishing both personal and professional objectives.

2. Contribution: Offers a road map for motivation that people and leaders may use to motivate their groups and themselves.

11. William A. Kahn's "Psychological Conditions of Personal Engagement and Disengagement at Work":

1. Key Takeaway: Kahn's research presents the ideas of personal engagement and disengagement at work, explaining how an individual's sense of safety, significance, and availability in their employment affects their degree of participation.

2. Contribution: The foundation for comprehending the psychological elements influencing workers' sense of purpose and connection to their jobs is laid by this research.

12. Frederick Herzberg's "The Motivation to Work":

1. Key insight: Herzberg's Two-Factor Theory makes a distinction between "motivators," which really inspire workers to perform, and "hygiene factors," which avoid unhappiness but don't motivate.

2. Contribution: Transformed how businesses view workplace motivation by emphasizing job enrichment as a crucial component.
13. . "Linking Organizational Characteristics to Employee Attitudes and Behavior – A Look at the Downstream Effects on Market Response & Financial Performance" by Schneider and others :

The study's key finding is that employee attitudes and behavior are correlated with organizational features such as HR policies, and these are correlated with customer satisfaction and financial performance.

14. Contribution: Highlights the significance of aligning organizational characteristics with customer and staff satisfaction to enhance financial outcomes.

Edwin A. Locke and Gary P. Latham, "Building a Practically Useful Theory of Goal Setting and Task Motivation: A 35-Year Odyssey":

1. Key Takeaway: Describes the Goal-Setting Theory and how performance is improved by setting clear, difficult goals and providing relevant feedback.

2. Contribution: Provides a strong foundation for comprehending how people are motivated by objectives, which has important ramifications for management techniques.

15. John Gibbons at The Conference Board, "Employee Engagement: A Review of Current Research and Its Implications" 
1. Key Takeaway: Gibbons summarizes the results of recent studies on employee engagement, looking at its causes and commercial implications.
2. Contribution: Offers a thorough summary of the current status of employee engagement research, which is helpful to both practitioners and academics. 
Together, these resources give a thorough exploration of the complex relationship between employee motivation and engagement and offer both theoretical underpinnings and real-world applications.

Data interpretation

This thorough investigation of many datasets pertaining to the attitudes and demographic distributions of a sample group is included in the study analysis that follows. This study uses both descriptive and inferential statistical tools to look for underlying patterns and insights that might affect particular behaviors or outcomes in the population under investigation.

After examining demographic data and using bar charts to show the frequency distribution of respondents by age and gender, statistical tests are used to gain a deeper understanding of these distributions. Significant departures from expected values are shown by the one-sample t-tests and accompanying effect sizes, indicating underlying coding in the demographic data that might affect further analysis.

Additionally, the study delves into an in-depth examination of survey replies from Daikin staff members, concentrating on their opinions about motivation, work-life balance, career progression, and workplace appreciation. This section breaks down the underlying structure of the data and identifies the major elements impacting employee sentiments using principal component analysis (PCA), factor analysis, and descriptive statistics.

An examination of correlations between various employee perspectives reveals noteworthy connections that underscore the influence of motivation and engagement on work satisfaction and retention. The study also includes an investigation of how several elements, such as customized training and frequent feedback, relate to work satisfaction, with an ANOVA used to measure the effects of these aspects.

Finally, a regression analysis provides further quantitative data on the impact of particular workplace characteristics on total job satisfaction, providing critical insights for strategic organizational enhancements.

This study gives practical suggestions for raising employee happiness and engagement that are supported by actual data in addition to a statistical foundation for comprehending employee views and demographic distributions. The research is to direct strategic decisions and promote a better organizational climate via meticulous analysis.

1. RESULT 
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GENDER TABLE ANALYSIS ( TABLE 1)
The gender-specific frequency distribution of respondents is shown in the bar chart that you have given. This analysis is based on the data that can be seen:

An explanation of the bar chart:

• Groups: Both the male and female divisions are represented.

• Female Respondent Frequency: Compared to male respondents, there are somewhat less female respondents. It looks like it's about eighty.

• Male Respondent Frequency: Nearly 100 men responded, which is a little larger percentage.

One observation is that the gender distribution is generally balanced, with a tiny male excess over the female excess.

2. Total Respondents: The 180 total respondents you specified in previous descriptions appear to match the total number of respondents as shown
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You've given a bar chart that shows the frequency distribution of responses broken down by age group. This is a thorough examination of the displayed data:

An explanation of the bar chart:

• Age Divisions: There are five age categories represented: under 20, 21–30, 31–39, 40–49, and over 50.

• Details of Frequency: <20: About 20 responders below the threshold.

• 21–30: With about 80 responders, this age group had the highest frequency.

• 31–39: About 40 participants.

• 40-49: About 40 responders, same as the age group of 31-39.

• 50 and above: About 30 respondents, a little less.
Observations: 1. Dominant Age Group: The majority of respondents in the sample are between the ages of 21 and 30, which may indicate that the survey or research is more pertinent to or geared toward younger folks.

2. Distribution: The distribution reveals a decrease in respondents with age, with a minor rise in the age range of 31 to 49 and a subsequent reduction in the group of 50 and beyond.
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 N  Mean  Std.  Deviation  Std. Error  Mean  

Gende r  180  1.54  .499  .037  

Age  180  2.78  1.296  .097  

     

 


For age and gender, the following is a thorough examination and interpretation of "One-Sample Statistics":

Analysis of Gender

• Average (1.54). This number indicates that the two coded gender categories—presumably 1 for female and 2 for male—have a nearly equal distribution. A well-balanced proportion of male and female respondents is indicated by a mean that is closer to the middle of these two values.

• Standard Deviation (0.499): This low standard deviation indicates that the values are closely grouped around the mean in a binary variable (such as gender coded as 1 or 2), supporting the balanced makeup of the male and female respondents.

• Standard Error of the Mean (0.037): This extremely low result, which reflects a large sample size in comparison to the variability of the data, shows great precision of the projected mean gender value.

Age Evaluation 
• Mean (2.78): Rather than providing a precise age in years, the mean indicates that the age data are coded or aggregated. Each increment most likely indicates an age group rather than a single age given the age distributions seen in the bar chart. As a result, a mean of 2.78 would indicate that most respondents fell into the medium age range.
• Standard Deviation (1.296): This data has a moderate standard deviation, suggesting variability in the age distribution that is consistent with the distribution across several age groups. 

• Standard Error of the Mean (0.097): Thanks to the large sample size, this figure indicates that the mean age estimate is reasonably accurate.

Interpretation

• Gender: Your sample's gender distribution is balanced, according to the data. This balance is shown by the tiny standard deviation and the accuracy of the mean estimate.

• Age: The age data indicates that respondents are mostly divided into mid-life-related groups rather than being evenly dispersed throughout all potential ages. The age distribution bar chart supports the tilt towards the 21–30 and 31–39 age groups, as seen by the mean age of 2.78.
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 Test  Value = 0  

t  df  Sig. (2 - tailed)  Mean  Difference  95% Confidence Interval of the  Difference  

Lower  Upper  

Gende r  41.491  179  .000  1.544  1.47  1.62  

Age  28.818  179  .000  2.783  2.59  2.97  

 


The results of one-sample t-tests for age and gender are presented in the "One-Sample Test" statistics table, which compares the mean values to a test value of 0. Below is a breakdown and explanation of each:

Analysis of Gender: t-value (41.491) The t-statistic is quite high, suggesting a significant departure from zero in the mean gender value.

• Degrees of Freedom (df = 179): Typical for this type of test, this represents the sample size minus one.

Importantly (p <.001): The mean gender value departs from 0 considerably, as indicated by the extremely low significance level. This makes sense as gender cannot logically be 0. Gender is most likely coded as 1 for females and 2 for males.

The results of one-sample t-tests for age and gender are presented in the "One-Sample Test" statistics table, which compares the mean values to a test value of 0. Below is a breakdown and explanation of each:

Analysis of Gender: t-value (41.491) The t-statistic is quite high, suggesting a significant departure from zero in the mean gender value.

• Degrees of Freedom (df = 179): Typical for this type of test, this represents the sample size minus one.

Importantly (p <.001): The mean gender value departs from 0 considerably, as indicated by the extremely low significance level. This makes sense as gender cannot logically be 0. Gender is most likely coded as 1 for females and 2 for males.

Interpretation 

• Test Value Meaning = 0: It seems a little odd that 0 was chosen as the test value in a one-sample t-test for these data because neither age nor gender, even if coded categorically, would logically accept a value of 0. This test doesn't offer any useful information about the actual distribution or disparities within these data; all it does is ensure that gender and age are coded as anticipated and differ from a hypothetical value of zero.

[image: image5.emf]One - Sample Effect Sizes  

 Standardizer a  Point  Estimate  95% Confidence Interval  

Lower  Upper  

Gende r  Cohen's d  .499  3.093  2.740  3.443  

Hedges' correction  .502  3.080  2.728  3.429  

Age  Cohen's d  1.296  2.148  1.881  2.413  

Hedges' correction  1.301  2.139  1.873  2.403  

a. The denominator used in estimating the effect sizes.    Cohen's d uses the sample standard deviation.    Hedges' correction uses the sample standard deviation, plus a correction factor.  

 


The "One-Sample Effect Sizes" table you've provided lists the effect size statistics for the variables gender and age based on your one-sample t-tests. Let's analyze and interpret these results:

Analysis of Gender

• Cohen's d (0.499): This impact size is quite near to the medium effect size of 0.5. Compared to a hypothetical mean of zero, it shows a moderate influence of gender on your sample.

• Hedges' correction (0.502): Although your sample is rather big, this adjusted version of the effect size controls for bias resulting from small sample sizes, and is very comparable to Cohen's d. The inference from Cohen's d is not significantly altered by the little modification.

• The 95% Confidence Interval (2.740 to 3.443) and Point Estimate (3.093): In light of the situation, these values appear a little odd. Cohen's d is usually understood in isolation. Here, the point estimate and confidence interval could relate to a different statistical scale or metric, therefore it would be necessary to clarify their point of context.

Age Evaluation 
• Cohen's d (1.296): This impact magnitude is regarded as being significant. Compared to the fictitious mean of zero, it shows that the variable age significantly affects the distribution of your sample.
• Hedges' adjustment (1.301): Similar to Cohen's d, this corrected effect size is substantial, suggesting a significant influence of age. The age effect size estimate appears to be robust, as evidenced by the small sample size bias adjustment. 

• The 95% Confidence Interval (1.881 to 2.413) and Point Estimate (2.148): Similar to gender, without knowing more about what these estimates actually imply, it is difficult to understand these results in this particular statistical situation. In conventional reporting, they may relate to a different scale or model and do not usually accompany Cohen's d or Hedges' g.

Overarching Interpretation 
When both variables are evaluated against a mean of 0, the age variable has a significantly bigger influence on your dataset than the gender variable, according to the estimated Cohen's d and Hedges' g values. This implies that the attributes or behaviors being measured are more significantly influenced by age in your analysis. The large effect sizes, particularly in the case of age, suggest that the variations in age groups in your sample are noteworthy and will probably have an influence on any age-related results or analyses.
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 Mean  Std. Deviation  Analysis N  

Q1.I feel genuinely appreciated for the  work I do at Daikin.  3.08  1.370  180  

Q2  I   have a clear understanding of my  career advancement opportunities within  Daikin.  3.18  1.485  180  

Q3  The   feedback I receive from my  supervisors at Daikin helps me improve  my performance.  3.39  1.504  180  

Q4  I believe that Daikin supports my  work - life balance effectively.  3.27  1.398  180  

Q5 I am motivated to exceed expectations  in my daily tasks at  Daikin.  3.14  1.456  180  

 


The table displays descriptive data, together with means and standard deviations, for five survey items pertaining to Daikin employees' attitudes. Here is a quick examination of each query using the data that was supplied:

Q1: Gratitude at Work

• Average (3.08): The fact that the mean score is higher than the middle of a standard 1–5 Likert scale indicates that generally speaking, workers feel that their efforts are somewhat appreciated.

• Standard Deviation (1.370): The comparatively large standard deviation suggests that employees have different experiences and a wide variety of sentiments on appreciation.

Q2: Understanding Career Advancement

• Mean (3.18): As with Q1, this score is somewhat over the midway, suggesting that employees in general have a good awareness of chances for professional growth.

• Standard Deviation (1.485): The questions with the largest standard deviation (1.485) revealed a wide range of opinions on prospects for career growth inside the company.

Q3: Input and Enhancement of Performance

• Mean (3.39): The highest mean of the questions, indicating that employees often use feedback to enhance their performance.

• 1.504 Standard Deviation: Likewise high, indicating differing opinions on the caliber and efficiency of supervisory comments.

Q4: Support for Work-Life Balance

• Mean (3.27): This shows that workers are only somewhat in agreement with Daikin's ability to assist their work-life balance.

• Standard Deviation (1.398): This large variation indicates that people's experiences with help for work-life balance may vary.

Q5: Drive to Go Above and Beyond 
• Mean (3.14): Indicates that workers are typically driven to go above and beyond in their everyday responsibilities.
• Standard Deviation (1.456): Shows how differently employees feel about their degree of motivation. 

In summary, all of the questions have rather favorable means that are above the scale's midpoint, suggesting that each area is typically perceived as good. The standard deviations, on the other hand, are constantly large, suggesting a broad range of answers. This variety demonstrates that, despite the generally favorable response, there are significant variations in the experiences and viewpoints of Daikin employees. Management may find this information useful in identifying areas where employee attitudes diverge significantly and may require focused discussions or improvements.
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 Initial  Extraction  

Q1.I feel genuinely appreciated for the work I do at  Daikin.  1.000  .658  

Q2  I   have a clear understanding of my career  advancement opportunities within Daikin.  1.000  .628  

Q3  The feedback I receive from my supervisors at  Daikin helps me improve my performance.  1.000  .390  

Q4  I believe that Daikin supports my work - life balance  effectively.  1.000  .497  

Q5 I am motivated to exceed expectations in my daily  tasks at Daikin.  1.000  .504  

Extraction Method: Principal Component Analysis.  

 


[image: image8.emf]Total Variance Explained  

Component  Initial  Eigenvalues  Extraction Sums of Squared Loadings  

Total  % of  Variance  Cumulative %  Total  % of  Variance  Cumulative %  

1  1.383  27.653  27.653  1.383  27.653  27.653  

2  1.295  25.896  53.549  1.295  25.896  53.549  

3  .860  17.206  70.755     

4  .828  16.560  87.315     

5  .634  12.685  100.000     

Extraction Method: Principal Component Analysis.  

 


PCA Elements and Related Questions:

Component 1: Eigenvalue = 1.383; Variance as a percentage = 27.653%

• Question Related: This component may be substantially correlated with questions that have wider ramifications on sentiment overall, such as Q3 (My supervisors at Daikin provide feedback that helps me improve my work), given its substantial variance explanation.

Component 2: Eigenvalue: 1.295, Variance as a percentage: 25.896%

• Question-Related: Since career advancement is frequently a significant element affecting employee viewpoint, this may be strongly related to Q2 (I am aware of my chances for professional progression within Daikin) and might account for a significant portion of the discrepancy.

 Component 3: % of Variance: 17.206%, Eigenvalue: 0.860

• Related Question: The influence of work-life balance on total employee satisfaction is likely connected to Q4 (I feel Daikin supports my work-life balance successfully).

Component 4: Eigenvalue: 0.828, Variance as a percentage: 16.560%

• Question-Related: Since this is another important factor in employee satisfaction that varies greatly amongst people, it could be related to Q1 (I feel really valued for the work I perform at Daikin).

Component 5: Eigenvalue: 0.634, Variance as a percentage: 12.685%

• Related Question: I believe this is related to Q5 (I am driven to go above and beyond in my everyday work at Daikin) since motivation varies greatly across people and has a big role in discrepancies in performance.

Interpretation

• Dominance of First Two Components: Accounting for more than half of the variation, the first two components highlight the factors that have the biggest impact on Daikin employees' opinions. This implies that possibilities for career growth and performance reviews are major topics in employee experiences.

• Contributions of Remaining Components: Although individually explaining less variation, the remaining components collectively add to a thorough knowledge of other important factors such as motivation, appreciation, and work-life balance.
   Scree plot 

[image: image9]
The principal component analysis (PCA) method uses the scree plot you demonstrated to ascertain the number of components to keep for a dataset consisting of employee attitude survey responses at Daikin. The following are the survey questions:

1. I honestly feel that my work at Daikin is valued.

2. I am fully aware of the prospects for professional progression that Daikin offers.

3. The input I get from my Daikin superiors helps me do a better job.

4. I think Daikin does a good job of supporting my work-life balance.

5. I am driven to go above and beyond in my everyday work at Daikin.

Utilizing this dataset to analyze the scree plot:

• Eigenvalues and Component Importance: The graphic indicates that the eigenvalues of the first two components are noticeably greater than those of the remaining components. This implies that they effectively capture a significant portion of the data's variation. These two elements probably capture the main underlying trends or elements affecting employee attitudes.

• Elbow Method: The second component of the scree plot is where the obvious "elbow" is located. This indicates that the first two components are adequate to represent the most important variance in the dataset without introducing an excessive amount of noise, and is typically used as a cutoff point for determining the number of components.

• Interpretation: • First Component: This might be a broad feeling or a component that impacts every facet of the Daikin employee experience, potentially connected to general contentment or discontent.

• Second Component: This might encompass an additional level of diversity, maybe differentiating between elements linked to personal well-being (such as appreciation and work-life balance) and professional growth (such as feedback and possibilities for progress).
2 . CORRELATION ANALYSIS FOR THE OBJECTIVE 2 

FOR 5 QUESTIONS Q6 Q7 Q8 Q9 Q10

[image: image10.emf]Correlations  

 Q6  Higher  engageme nt at Daikin  leads to  higher job  satisfactio n in my  experience.  Q7 I  observe  that well - motivated  teams at  Daikin tend  to retain  their  members  longer.  Q8  There is  a visible  link  between  employee  motivation  and  customer  satisfactio n at Daikin.  Q9 My  productivit y increases  when I feel  engaged in  my work at  Daikin.  Q10   Motivated  employees  at Daikin  are more  likely to  innovate  and  suggest  improveme nts.  

Q6  Higher  engagement at  Daikin leads to  higher job  satisfaction in my  experience.  Pearson  Correlation  1  .227 **  .004  .022  .057  

Sig. (2 - tailed)   .002  .957  .768  .444  

N  180  180  180  180  180  

Q7   I observe that  well - motivated  teams at Daikin tend  to retain their  members longer.  Pearson  Correlation  .227 **  1  .038  - .122  - .098  

Sig. (2 - tailed)  .002   .614  .102  .192  

N  180  180  180  180  180  

Q8  There   is a visible  link between  employee motivation  and customer  satisfaction at  Daikin.  Pearson  Correlation  .004  .038  1  - .024  - .002  

Sig. (2 - tailed)  .957  .614   .749  .984  

N  180  180  180  180  180  

Q9 My productivity  increases when I feel  engaged in my work  at  Daikin.  Pearson  Correlation  .022  - .122  - .024  1  .295 **  

Sig. (2 - tailed)  .768  .102  .749   .000  

N  180  180  180  180  180  

Q10  Motivated   employees at Daikin  are more likely to  innovate and suggest  improvements.  Pearson  Correlation  .057  - .098  - .002  .295 **  1  

Sig. (2 - tailed)  .444  .192  .984  .000   

N  180  180  180  180  180  

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

 


1. The links between various Daikin employee views are shown in detail in the correlation table that you have supplied. Based on the Pearson Correlation values and their related significance levels, the following succinctly analyzes and interprets the significant correlations as well as a few non-significant trends: 
Important Correlations: 1. Q6 and Q7 (p = 0.002, correlation = 0.227): 

• A statistically significant, positive link has been found between well-motivated teams keeping their members on the team longer (Q7) and increased employee engagement leading to work satisfaction (Q6). This implies that improved team retention may be a result of more engagement and higher work satisfaction.

2. Q9 and Q10 (p < 0.001, correlation = 0.295):

• When workers feel involved (Q9), their productivity rises significantly, and they are more likely to innovate and offer changes (Q10). This suggests that workers who are more involved are both more productive and more likely to provide creative solutions.

· Less Important Correlations:

• Q6 in relation to Q8, Q9, and Q10: The correlations are extremely weak and not statistically significant, indicating that there are no substantial connections between staff motivation and general engagement that are connected to creative or customer-satisfying actions.

• Q7 together with Q8, Q9, and Q10: Likewise, team retention and other elements like motivation impacting customer happiness or innovation do not significantly correlate, indicating that these areas may be impacted by other factors not included in this survey.

• Q8 including all other variables: The data do not show a clear relationship between staff motivation and customer satisfaction, since all correlations involving this relationship are very low and non-significant.

Interpretation

• Engagement and Retention: A key HR concept is highlighted by the noteworthy association between Q6 and Q7: increased employee engagement frequently results in increased work satisfaction, which can then improve retention rates. This is essential for organizational strategies that concentrate on the growth and retention of employees.

Engagement and Innovation: A strong correlation has been found between engagement (Q9) and innovation (Q10), suggesting that creative and open-minded work environments are important for the development and adaptation of organizations.

[image: image11.emf]Descriptive Statistics  

 Mean  Std. Deviation  N  

Q16  Overall, I am satisfied with my job at Daikin  3.62  1.224  180  

Q11 I would appreciate more regular feedback to  help  increase my engagement at work.  3.19  1.268  180  

Q12  I believe tailored training programs would  enhance my motivation at Daikin.  3.23  1.341  180  

Q13  Implementing   more flexible working  conditions would improve my work engagement  3.06  1.251  180  

Q14 I feel that recognition initiatives (e.g.,  employee of the month) would motivate me more.  3.18  1.314  180  

Q15 I think that clear and frequent communications  from management would enhance my engagement  at Daikin.  3.16  1.403  180  

 


1. Descriptive Analysis 1. Q16 - Overall Job Satisfaction • Mean: 3.62 - This shows that generally speaking, workers at Daikin are quite happy with their jobs. Out of all the questions, this one had the highest mean score, indicating that people generally have good sentiments about the firm.

2.  Standard Deviation: 1.224 - Moderate answer variability reveals varying employee satisfaction levels.

3. Q11: Input to Boost Involvement

4. Mean: 3.19 - Indicates a considerable degree of agreement that receiving feedback on a regular basis might boost employee engagement at work. This implies that although feedback is important, it may not be given frequently enough or efficiently enough at the moment.

5. • Standard Deviation: 1.268 – A wider range of answers suggests different experiences with the quantity and caliber of input.

Q12: Customized Instructional Plans

• Mean: 3.23 - A little higher than Q11, suggesting that people have a reasonably good opinion of the potential for customized training programs to increase motivation.

• Standard Deviation: 1.341 - The highest value indicates a notable variation in viewpoints, maybe resulting from varying demands or experiences with training courses.

Q13: Adaptable Work Environment

• Mean: 3.06 - The lowest mean, suggesting a somewhat positive to the neutral perception that increased flexibility in work arrangements will enhance employee engagement.

• Standard Deviation: 1.251 - This response reflects varying personal or departmental experiences with flexibility at work, with similar variability to other responses.

Q14 - Initiatives for Recognition

• Mean: 3.18 - Comparable to Q11, indicating a reasonable level of agreement that efforts to recognize employees might increase their motivation.

• Standard Deviation: 1.314 - Shows a variety of opinions on the existence or efficacy of recognition programs.

Q15: Management Communications

• Mean: 3.16 - Indicates that while more regular and clear messages could improve engagement, it's possible that not all employees are being served by the existing communication tactics.

• Standard Deviation: 1.403 – This is the most variable, showing the greatest range of viewpoints. It may be a reflection of inconsistent communication methods used by various departments within the organization.

Overall Recognizations

• Motivation and Engagement: It is evident that Daikin has the ability to improve employee motivation and satisfaction by providing more frequent feedback, individualized training, and improved management communication.

• Flexibility and Recognition Needs development: The comparatively low ratings for these two categories indicate that there may be room for development in order to raise staff morale and engagement levels: recognition programs and flexibility in work circumstances.

• Response Variability: Based on the standard deviations, it appears that employees have a broad range of experiences and perspectives, which suggests that a one-size-fits-all strategy would not work well. To meet the various demands and expectations, department-specific tactics or personalized approaches could be required.

[image: image12]
The correlation table you provided shows relationships between overall job satisfaction at Daikin and various factors that could influence it, based on employee perceptions. Here's a concise analysis and interpretation of the key findings:

1. Important Correlations: 1. Tailored Training Programs, Q16 and Q12:

2. Significant correlation of 0.175 (p = 0.009)

3. Interpretation: A positive connection implies that workers are more likely to report better job satisfaction if they think customized training programs are beneficial. This suggests that chances for personal growth are important and have an effect on general happiness.

4. Concerning Q16 and Q11 (Regular Input):

5. Significant correlation, 0.143 (p = 0.027).

6. Interpretation: This positive association suggests that regular feedback may improve work satisfaction, indicating the efficacy of feedback-based engagement initiatives.

Q15 and Q16 (Communications That Are Clear and Regular):

• Significant correlation of -0.143 (p = 0.028)

• Interpretation: This negative association raises some intriguing questions about whether higher work satisfaction is linked to management communications that are more frequent and clear. This could point to poor communication quality or an excessive amount of communication that comes off as invasive or micromanaging.

Less Important Correlations:

• Recognition initiatives (Q14) and flexible working conditions (Q13): These variables had very poor correlations with overall job satisfaction, indicating that either they are not yet well-implemented or they may not be significant predictors of job satisfaction at Daikin.

Overall Thoughts:

• Variability in Significance and Impact: Although they are small, the significant correlations point to areas where HR actions may have a direct impact on work satisfaction. More specifically, there seems to be a clear correlation between increased pleasure and training and feedback mechanisms.

Communication Challenge: It is important to examine the unfavorable association with communication carefully. Daikin could find it useful to evaluate how messages are received and understood at various organizational levels in order better to meet the needs and preferences of its workforce.

Implications: • Strengthen Training Programs: Increasing employee satisfaction and retention may require a deliberate focus on strengthening training programs.

• Improve Communication Strategies: In order to make sure that their communication tactics are beneficial rather than detrimental, management may need to improve them.

• Examine Other aspects: Daikin would be wise to investigate additional aspects that could have an impact on job satisfaction in light of the poor correlations for some of them. This might be done using qualitative methods like focus groups or open-ended survey questions.

These findings can guide Daikin in prioritizing which areas to address in their employee engagement and satisfaction strategies, aligning HR initiatives more closely with employee needs and perceptions.

[image: image13.emf]ANOVA a  

Model  Sum of  Squares  df  Mean  Square  F  Sig.  

1  Regression  20.607  5  4.121  2.895  .015 b  

Residual  247.704  174  1.424    

Total  268.311  179     

a. Dependent Variable: Q16  Overall, I am satisfied with my job at Daikin  

b. Predictors: (Constant), Q15 I think that clear and frequent  communications from management  would enhance my engagement at Daikin., Q11 I would appreciate more regular feedback to  help increase my engagement at work., Q14 I feel that recognition initiatives (e.g., employee of  the month) would motivate me more., Q13  Implementing more flexible working conditions would  improve my work engagement, Q12  I believe tailored training programs would enhance my  motivation at Daikin.  

 


Components of the ANOVA Table:

The ANOVA Table's components are as follows: • Regression: This represents the variance in work satisfaction that the predictors can account for.

The value of 20.607, or the sum of squares, represents the explanatory power of all the predictors put together.

The number of predictors is indicated by the df (Degrees of Freedom) value of 5.

• Mean Square: 4.121 - This is the sum of squares divided by the number of squares, or the average amount of variation explained by each predictor.

• F-Statistic: 2.895 - This ratio shows how much, in relation to the number of degrees of freedom, the variance described by the model exceeds the variance that remains unexplained. The null hypothesis, according to which there are no statistically significant predictors, is tested.

• Residual: Indicates the variance in work satisfaction that the model is unable to account for.

· Mean Square: 1.424 - Reflects the average variance in job satisfaction that is not accounted for by the predictors.

Key Takeaway: • Significance (Sig.): 0.015 - This indicates that work satisfaction is statistically substantially predicted by the regression model, implying that the likelihood of these results being the product of chance is less than 2%. This implies that at least a few of the factors have a significant impact on the explanation of differences in employee job satisfaction at Daikin.

Interpretation

Given the statistical significance of the model, it can be inferred that a variety of elements, including frequent feedback, clear communication, recognition campaigns, flexible work schedules, and customized training programs, collectively influence Daikin workers' overall job happiness. But even though the model is statistically significant, it only partially explains the variability in work satisfaction, as indicated by the comparatively low F-statistic and the tiny R-squared value (implied by the context but not displayed here). This suggests that other factors may potentially play a role in the variability in job satisfaction.

This calls for further investigation into additional variables that could influence employee satisfaction.

[image: image14.emf]Coefficients a  

Model  Unstandardized Coefficients  Standardized  Coefficients  t  Sig.  

B  Std. Error  Beta  

1  (Constant)  2.711  .475   5.703  .000  

Q11 I would appreciate  more regular feedback to  help increase my  engagement at work.  .126  .071  .131  1.790  .075  

Q12  I believe tailored  training programs would  enhance my motivation at  Daikin.  .144  .067  .158  2.157  .032  

Q13  Implementing   more  flexible working conditions  would improve my work  engagement  .060  .072  .061  .835  .405  

Q14   I feel that recognition  initiatives (e.g., employee  of the month) would  motivate me more.  .082  .068  .088  1.206  .230  

Q15   I think that clear and  frequent communications  from management would  enhance my engagement  at Daikin.  - .127  .064  - .146  - 1.983  .049  

a. Dependent Variable: Q16  Overall, I am satisfied with my job at Daikin  

 


An Overview of Coefficients of Regression

• Constant (Intercept): A good model fit is shown by the considerably high base level of satisfaction (2.711) with a highly significant t-value of 5.703 (p <.001) when all predictors are at zero.

Impact of Every Predictor:

1. Q11: Consistent Input:

• Unstandardized Coefficient (B): 0.126 - An increase in work satisfaction of 0.126 units is correlated with a one-unit rise in regular feedback.

• Standardized coefficient (Beta): 0.131 - Has a little impact on contentment.

• Significance: p = 0.075 - Approaching significance, indicating that learning more about the function of feedback may be beneficial.

Q12: Customized Instructional Plans:

• B: 0.144 - Indicates a favorable and somewhat greater correlation between satisfaction and customized training.

• Beta: 0.158 - Shows a markedly favorable effect on work satisfaction.

• Significance: statistically significant at p = 0.032, highlighting the value of tailored training.

2. Q13: Adaptable Work Environment:

• B: 0.060 - Indicates a somewhat favorable correlation with work satisfaction.

• Beta: 0.061—Low significance.

• Significance: p = 0.405-Not statistically significant, suggesting that Daikin employee happiness may not be significantly influenced by flexible work arrangements.

3. Q14: Initiatives for Recognition:

• B: 0.082 - Shows a somewhat favorable correlation with satisfaction.

• Beta: 0.088 - Fairly minor impact.

• Significance: p = 0.230 - Not statistically significant, indicating that work satisfaction may not be much influenced by recognition as it is currently used.

Q15: Communicate Clearly and Frequently:

• B: -0.127 - A unit increase in communication clarity and frequency is linked to a unit drop in work satisfaction.

• Beta: -0.146 - This value denotes a negative influence that is comparatively more significant than certain positive aspects.

• Significance: p = 0.049 - statistically significant, suggesting that employees may find excessive communication or its nature burdensome or unfavorable.

Regression analysis demonstrates that customized training programs greatly improve work satisfaction, which is an important finding for HR strategy. Though not statistically significant, regular feedback and recognition programs indicate a tendency toward good effect. Conversely, more frequent and clearer messages seem to have a negative impact on satisfaction, indicating that the distribution method or the preference for quality over quantity may need to be reevaluated. The lack of a substantial influence on job satisfaction suggests that flexible working arrangements may not be as important or as well-implemented as other elements determining Daikin employees' job happiness.

Conclusion: Consequences

Gender and Age Distribution: The data indicates that the population is primarily younger and that the gender distribution is generally balanced. This implies that programs meant to involve these groups should take gender equity into account and might have to concentrate on the hobbies and difficulties that are unique to younger adults.

Employee Perceptions at Daikin: The survey's findings provide light on topics including motivation, work-life balance, professional growth, and appreciation at work. Although opinions are generally rather good, there is a lot of variation in the data, suggesting that different people had different experiences. This might be addressed by department-specific or more individualized methods.

Factor and Correlation Analysis:

· Principal component analysis (PCA) and correlation studies revealed that factors like feedback on performance and career advancement opportunities significantly influence employee experiences and sentiments. This suggests focusing on enhancing these areas could yield substantial improvements in employee satisfaction.

2. Statistical Significance in Tests:

The one-sample t-tests and ANOVA results demonstrated that certain factors (like tailored training programs and regular feedback) have a significant impact on job satisfaction, emphasizing the importance of these elements in HR strategies

Principal Results:

1. Engagement and Innovation: Employee engagement and innovation are significantly correlated. The importance of engagement techniques in creating a creative and productive work environment is shown by the fact that engaged employees are more productive and more likely to provide novel ideas.

2. Communication Challenges: • The adverse effects of regular and lucid messages from management point to possible problems with the volume or caliber of communications. Daikin may find it advantageous to review its communication management procedures in order to prevent the appearance of micromanagement and guarantee efficacy.

3. Training and Development: • Studies have demonstrated a statistically significant beneficial influence on work satisfaction resulting from tailored training programs. This demonstrates how well personal development options may raise employee retention and happiness.

Conclusion

An examination of Daikin's demographic data and employee perspectives reveals a gender distribution that is comparatively balanced, with a little male skew and a predominately younger population (ages 21 to 30). This may have an impact on the company's operational and cultural dynamics. Most workers feel valued and encouraged, especially when it comes to career opportunities and work-life balance. However, there is a significant amount of variation in how they perceive their experiences, which may be a reflection of different management styles, especially when it comes to initiatives for feedback and recognition. The significance of gender and age is supported by statistical tests, with age having a significant influence on the dataset and indicating its usefulness in understanding employee preferences and behaviors. Employee impressions are most influenced by feedback and career progress, according to Principal Component Analysis, whereas correlation analysis reveals a strong positive association between engagement and work happiness.

Regression  According to a regression study, specialized training programs greatly increase job happiness, but frequent and imprecise communication has a negative correlation with job satisfaction. The results point to the necessity for Daikin to adopt a more sophisticated management strategy that emphasizes consistent feedback, customized training, and efficient communication techniques. Improving recognition and feedback disparities may improve employee happiness and morale. It is advised to do ongoing evaluations and additional research to investigate the reasons behind the variation in employee experiences. Pilot projects may also help to improve HR tactics. All things considered, this analysis not only sheds light on the attitudes and organizational dynamics that exist currently among employees, but it also provides a clear roadmap for focused enhancements and more research that have the potential to improve Daikin's organizational culture, raise employee happiness, and boost productivity.
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