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[bookmark: _Toc8117448][bookmark: _GoBack]Introduction:
Among all the assets of the organisation, human resource is the most significant and vital asset for business success. Employees are essential for a healthy organisation operation of the organisation. Employee satisfaction assists the organisation to grow in the service industry. Intangible services provided by the employees play a vital role in customer satisfaction which retains them for a more extended period. Satisfied employees are being caused due to the presence of various factors that exist in the organisation. In this portfolio, the researcher mainly concerns two different assessments of literature and specific researched article chosen for analysis. The first part comprises various research articles on factor affecting employee job satisfaction and  comprises different research philosophies and its importance in the study. In the second part of this report, one specific article’s main objective is to analyse the research method and issue associated with the article. Undertaking research communication assignment is concerning with the role of theory, paradigm, epistemology, ontology etc. how data collected and what are distinct approaches to examine the data have been reviewed in this research review. The selected article for this report is the “impact of job stress on employee performance; an empirical study”. This article is presented by Ravinarayana and Ramakrishna (2016). This article reviewed sincerely to understand the importance of different research approaches and ethical issues observed in the research world. Undertaking report is concerning with several factors affect employees satisfaction at the workplace.    

[bookmark: _Toc8117449]Employee Job satisfaction
Satisfaction is a state of employees mind to feel pleasure while working in the organisation.  It is an emotional position to keep engaged at the workplace with full potential by energising own self. According to Bakotic and Babic (2013), most of the employees are observed satisfied in an organisation when their opinion considered essential for business decision. It is only observed at the middle or upper middle level, but lower level employees need some tactile stimulus to synergise themselves. Some employees feel motivated and satisfied in the short term which is common due to unawareness of the company policies or its future exposure towards the human resource. Baah and Amoako (2011) also gave an opinion that the job satisfaction is the multidimensional phenomenon which concerned with numerous factors like as work itself, supervision, authority, compensation and benefits, co-worker behaviour and appraisal strategies of an organisation. Employees in the organisation are highly influenced by the behaviour of co-workers and leadership skills. On the other hand, Aziri (2011) documented that high pay; good working condition and reward program has a higher impact on employee job satisfaction in the retail industry. However, Uddin et al. (2016) stated that job security is a prime factor among all motivating factors in the organisation.
Job satisfaction is also defined as a process in which employees go through various steps to feel satisfied. According to Chandrasekar (2011), motivation is a central element between job satisfaction and determinant of job satisfaction. The employee feels motivated while working in organisation Employees dedicated to fulfilling organisational goal when they have some benefits and extra incentives on the achievement of the set target.  
[bookmark: _Toc8117450]Goal Setting Theory 
This theory of job satisfaction presented by Edwin a Locke which explains human actions in specific work situations. According to Edwin, goal or target allotted to employee motivate them for better work. Goal sets the direction and helps in planning to achieve the expected outcome employee orientation towards goals avoids critical and chaotic situations in the organisation because they always concern on their set goal (Rouxel, Michinov and Dodeler, 2016).
As per this theory setting a high standard goal for employees to improve their efficiency and they put maximum efforts to achieve them. The concept of ‘self-efficiency’ is directly related to employee performance.
[bookmark: _Toc8117451]
Porter and Lawler Theory 
This theory is extended form of Vroom expectancy theory. As per the Vroom expectancy theory, employee performance depends on the expected reward, but Porter and Lawler added a few aspects in this to make more clarity about job satisfaction. 
As per the Porter and Lawler theory, there are two different kinds of reward that have their importance to influence employee behaviour at the workplace. Intrinsic rewards comprise inner feeling that positively supports employee to achieve a set target with their own experience (Rouxel, Michinov, and Dodeler, 2016). Hence it can be said that intrinsic rewards mainly works on the sense of achievement, satisfaction, etc (Terera and Ngirande, 2014).
Extrinsic rewards are found in the external environment and organisation try to intimate employee essential for business success. External rewards comprise external motivators like bonus, increments, commission and many more. 
Ability and Perception: Individual capacity and perception play a vital role to improve satisfaction. An individual’s capabilities and mindset, way of assessing the external environment affect individual performance. An optimist person considers beneficial rather than a pessimist in the organisation to achieve a set target (Teklemariam and Gemechu, 2016).
[bookmark: _Toc8117452]Literature review 
In the previous chapter, some approaches used to conduct study have been reviewed. This part of the report concerns with various studies and critics associated with employees' job satisfaction and performance. Employees’ performance is based on the factors that exist in the organisation and generally distinct for a different level of employees.  
[bookmark: _Toc8117453]Employee motivation
Employee motivation is the overall cumulative functions that comprise the result of internal and external factors to affect the employee ability at the workplace. The main objective of an organisation is to improve employee performance and to achieve the set business target. The organisation offers various kinds of stimulus (intangible and tangible) so that they can give their best and work with them for a longer time. Retaining best talent in an organisation is challenging with effective employee motivation plan (Bakotic and Babic, 2013). Employee motivation is defined as the state of satisfaction which directly influences employee performance. Motivation is considered as the magical driver to increase employee's potential and their performance and also engage them for a longer time (Chaudhary and Sharma, 2012). However, Famakin et al. (2014) stated that motivation has its limitation and improves the efficiency of the employee, but the degree of improvement is different due to different motivating factors. 
The article presented by Chaudhary and Sharma (2012) on the topic of satisfaction level among employees of private organisation and it has been found that different factors like salaries and wages, working environment, service period and various other factors. The article also presented that the satisfaction level of newly joined employees is higher than already working people in an organisation. They received participative working environment, high opening salary, increment and reward improve their motivation level and with the passes of time employee performance declined because they poorly recognised, lack of incremental opportunity and desirable working environment did not offer them. 
Gligorea (2015) presented an article to analyse the relationship between employee satisfaction and engagement in the workplace. These are two different concepts that have been analysed in this article and found there is a positive relationship between employee satisfaction and work engagement. Employees have higher satisfaction at workplace engaged long period with work and him likely to happier than other employees. Skills and traits play a vital role to improve job satisfaction. According to Zafar et al. (2014) when an employer receives excellent services from the employee, his satisfaction improves that directly convert into reward and more facilities for the recognised employee, and they work for longer period.   
[bookmark: _Toc8117454]
Factors affecting employee job satisfaction 
Employee performance and their satisfaction are essential for organisation; hence significant attention goes on the attribute enhance their performance.
According to Gligorea (2015) treating employees as a part of the business and giving fair remuneration of their labour considered under respectful treatment. Treating all employees respectfully regardless of their job is vital to improving their satisfaction level. It is considered as the most significant driver for improving employee job satisfaction. Under the SHRM survey, it has been observed that considering all employees as one respectful platform support their psychology and improve their perceptions towards organisational value and they feel more satisfied while working (SHRM, 2014).  
[image: Image result for factor of job satisfaction]
Figure 1- Factors affecting employee job satisfaction       Source- (Stirpe, Bonache and Revilla, 2014)

Above chart showing various factors observed for employee job satisfaction. These factors are not only sufficient to improve employee job satisfaction in the retail industry, but several business industries employees felt satisfied with effective treatment under these factors.
Some of the organisational factors which affect job satisfaction have been reviewed in various studies and how researchers perceived them for job satisfaction taken into account in this part. Kitana and Karam (2017) proposed in his study that wages and salaries are the most important factors for middle and lower level employees to work in the retail industry. The lower and middle level of employees emphasises over the fulfilment of the primary and safety needs as per the Maslow needs pyramid which can be satisfied with monetary benefits.  Uddin et al. (2016) proposed that money is an essential instrument to fulfil primary needs and upper needs also have close considered with a monetary and fringe benefit offered to them. Higher pay considered that higher degree of contribution in the organisation which also made employee satisfied. Another aspect of money for employees in terms of incentives is a symbol of achievement which provides psychological treatment to them to improve their productivity level (Lazear, 2018).
Apart from direct monetary benefit, some indirect form of incentives offered for employees like the international tour, rewards, best employee award and trophy have some important consideration among employee to feel satisfied in the retail industry. Non-monetary benefits are considered vital as upper level in management because the monetary value cannot fulfil upper-level employees' requirements (Bakotic and Babic, 2013). 
A study has been conducted in Malaysia to assess the impact of Herzberg motivation theory on employee job satisfaction by Tan and Waheed (2011), sales personnel in ladies clothes stores have been selected for primary data collection and found that hygiene factors are highly dominating in the Malaysian retail industry and working condition are the most significant factors among sales personnel. In this study love of money, the effect has been reviewed among sales personnel. Those sales personnel give more importance for money has more satisfaction in comparison to others.   
According to Bent and Freathy (1997), proposed that day to day interaction with customers, level of responsibility and behaviour of working colleagues having a positive impact on job satisfaction.  Teamwork and strict time frame in the project considered necessary for business success and motivation support employee behaviour to complete the given project within a time frame.
Famakin et al. (2014) stated that every employee wants a good position in an, and it is only possible when the organisation offer more chance to move forward. Promotional opportunity in an organisation also improves employee motivation to work for a longer time, and this directly influences their level of satisfaction. Raziq and Maulabaksh (2014) presented in the research paper that good working condition and promotional opportunities are having more importance among employees in the retail industry. Promotion is an indication of employees' worth to the organisation and also boosts their morale towards work. It also empowers employees to give better result in future so that they would get the chance to improve their position in an organisation (Uddin et al., 2016).  Promotion is considered as an ultimate achievement among employees which improve their social and workplace value among their group members. That gives favourable psychological treatment to them, and they realised more satisfied and delighted in the organisation. Another main reason for the positive impact of promotion on employee job satisfaction is the overall result of promotion on employee behaviour (Bakotic and Babic, 2013). Promotion involves positive changes among employees like higher salary, high dignity of command, more freedom, more challenging work assignments, improved status etc.  
Company policies like organisational policies and structure play a vital role to nurture human behaviour. Employees do not want autocratic leadership because it pressurised them to work, but favourable remuneration leads their performance as well as improve overall business value. According to Uddin et al. (2016), an autocratic and highly authoritative structure made people angry and tensed as compared to open and democratic structure. 
Organisational policies are also responsible for building employee behaviour and govern their attitude towards organisational values and its vision and mission (Famakin, et al., 2014). Organisational policies may generate positive and negative feeling towards the organisation and became fixed perceptions in their mind. The employee expects liberal and fair policies which makes a more favourable result on employee satisfaction. According to Kitana and Karam (2017), organisational policies must be flexible to stimulate in distinct business situations. Adhere, and strict policies create dissatisfaction among employees. It is advised to the management that they should adopt a democratic leadership approach to manage its employee performance and increase their level of satisfaction. 
According to Gligorea (2015), Close supervision on employees working practices may hurt their motivation and job satisfaction. Supervision is essential, but it should be a moderately important source of job satisfaction. There are two dimensions of supervisory styles which affect job satisfaction: one is employee centeredness (Armstrong and Murlis, 2007). It concerned with close supervision and offer more support for workers and improve job satisfaction. This kind of supervision takes a personal interest in employee welfare activities. Another form of supervision is called participation which allows employees to take part in decisions that have a direct impact on their jobs. It also helps in building a work environment which is conducive towards job satisfaction (Bakotic and Babic, 2013). Hence it is expected that a kind of supervision which develop friendly relation between employees and supervisor have a more positive impact on employee job satisfaction. The supervisor should always ready to support employees and create interest in employee welfare program so that employees feel positive towards the organisation.
[bookmark: _Toc6215312]Workgroup and nature of the team also have an impact on employee performance as well as on their satisfaction level. Friendly and cooperative group members interact with each other and discuss informally which increase their social satisfaction at the workplace. Workgroup works as a source of support for employees and also play the role of assistance to an individual employee in the organisation. It is observed by Javed, Balouch and Hassan (2014) if group members do not behave cooperatively, it may lead dissatisfaction among employees.  The workgroup is even a stronger source of employee satisfaction because it fulfils the social requirement of an employee at the workplace. Similar values and everyday culture in the group have a positive impact on employee satisfaction. It has been identified that small group offer more opportunity for the employee to build up trust among employees and sharing their problems those affect their regular working performance at the workplace (Armstrong and Murlis, 2007). Hence it can also be said that group size and employee behaviour have a positive impact on employee job satisfaction.  
Right working conditions have a positive impact on employee job satisfaction. Employees desire favourable working condition where they can perform their best. Right working conditions have a direct impact on employees' ability, and this improves their potential to work. Neat and clean environment, healthy working environment, Temperature, humidity, ventilation, lighting and noise, and adequate equipment needed to perform the work are some essential features that support in employee job satisfaction (Chandrasekar, 2011).  Another side poor working conditions became a source of job dissatisfaction due to physical discomfort and physical danger. The poor working condition may harmful to employees' health and reduce their ability to work. This factor is may be essential for some of the employees, and they are satisfied or dissatisfied with favourable or unfavourable work environment (Chandrasekar, 2011). 
[image: Working Conditions]
Figure 2- Employees satisfaction due to working condition             Source- (Kitana and Karam, 2017) 
In the above figure, it is clear that employees A, B, C and D have dissatisfaction in unfavourable working condition. As they receive favourable condition and positive satisfaction factor in organisation their satisfaction level increased but the degree in increment in different among different employees. As clear from the above picture that employees A and B have more increment in their satisfaction level in comparison to C and D. Hence, it concluded that all factors do not equally influence employee satisfaction level. One specific like working condition have been presented in the above graph to understand the impact of the organisational factor on employee satisfaction Working condition start becoming favourable two of them (employee A and B) drastically improve their satisfaction, but C and D have a minor change in their satisfaction level.   

[bookmark: _Toc8117455]Conclusion 
It is concluded that employee job satisfaction is essential for achieving the organisational goal. Consideration of a diverse range of factors may bring new changes in employee behaviour that positively supports their ability and potential to work. Undertaking report has emphasised on various factors by separating them so that actual impact can be assessed.  Subordinate’ behaviour and working condition are also having priority among some of the employees. People those have loved for money are highly satisfied in the retail industry, and hygiene factors have more importance among employees. 







Part II
[bookmark: _Toc7191788][bookmark: _Toc8117456]Introduction 
In this essay, significant attention goes on the approaches, theories and validity issues observed in this undertaking research article. The prime objective of this report is to analyse the article and approaches used in it. Some ethical issues and limitations of the research have been explored in this part. Undertaking report is concerning with work stress and its influence on employee performance. The selected article for this report is the “Impact of job stress on employee performance; an empirical study”. This article is presented by Ravinarayana and Ramakrishna (2016). This article reviewed sincerely to understand the importance of different research approaches and ethical issues observed in the research world.

[bookmark: _Toc7191789][bookmark: _Toc8117457]Epistemology
Epistemology is a branch of philosophy which deals with a source of knowledge. Mainly epistemology concerned with possibilities, limitations of knowledge and nature in the field of study. It is also defined as criteria for a researcher to separate what does and what does not constitute knowledge.  It is defined as the researcher views regarding what constitutes to develop adequate knowledge (Scotland, 2012). 
Four different sources of knowledge related to business research are undertaken in epistemology. 

Figure 3: Sources of Knowledge                                        Source- (Easterby-Smith, Thorpe and Jackson, 2012)

· Intuitive knowledge is associated with intuition, faith, beliefs etc. In this knowledge, human feeling plays a vital role as compared to reliance on facts.
· Authoritarian knowledge depends on information which has been gathered from books, research paper and supreme power etc.
· Logical knowledge is a developed form of knowledge with the help of logical reasoning application.
·  Empirical knowledge mainly based on the objective facts that developed and easily demonstrated. 
In undertaking research, employees’ views are accepted for developing knowledge in this research paper while company record, annual report and another source of information do not significantly use for examination purpose. Hence intuitive knowledge has been used and authoritarian knowledge also used for developing literature which based on secondary data collected from different authentic data sources as presented in the bibliography of the research paper. 
[bookmark: _Toc7191790][bookmark: _Toc8117458]Ontology 
Ontology is different from epistemology in business research. It is defined as the “science of human being”. It mainly describes the nature of reality. Ontology is defined as a system of belief that reflects manipulation of an individual to constitute facts. Ontology is concerned with the central perspective of social entities which is subjective or objective (Cocchiarella, 1991). Objectivism (or positivism) and subjectivism both have a specific aspect of ontology.
Objectivism emphasised over the position that social entities exist in reality excluding to the social actors which concerned with their existence”. Additionally, objectivism “is an ontological position that believes in social entities and its meaning has an existence that is independent of social actors”. 
Subjectivism (constructionism or interpretivism) contradict the previous assumption that social phenomenon created from the social actors concerned with their existence. It is defined as an ontological position which believes that social actors create social phenomenon and their meaning. In undertaking research article, the researcher has given its attention over the objectivism and assumptions made by developing the central idea of the problem that exists in the retail business industry related to the workforce. The researcher did not adopt subjectivism because any individual cannot create problems in an organisation, but it has its existence in the organisation. 
[bookmark: _Toc7191791][bookmark: _Toc8117459]Axiology    
Axiology is a favourite branch of philosophy which emphasises on the judgements about the value. In other word, it concerned with the engagement of the researcher in different stages of the research process. Role of the researcher to value the study assessed using this philosophy. The main objective of this philosophy is to concern on the aim of the study. This research philosophy obtains the clarification to explain the world. 
Hence it is concluded that axiology concerned the factor which you value in research. This research philosophy is essential because value towards specific assumptions affect the research findings. 
In undertaking research article, researcher emphasising on primary data and more value is given to respondents’ perceptions for concluding.  In order to achieve the aims and objective of the study, the researcher has deployed valuable research tools and practices that are effective in the original study. Hence it is said that axiology has been applied in undertaking article to some extent while collecting primary data and selecting respondents. Employee performance and work stress are closely related to each other. Various other factors like working condition, employee personality, employee-employer relation significantly contribute to managing work stress. 
[bookmark: _Toc7191792][bookmark: _Toc8117460]Introduction of the article 
In this article, presented by Ravinarayana and Ramakrishna (2016) have given attention to examining the relationship between work stress and employee performance. This paper is concerning with the factors that attributed in the internal or external business environment and have a direct contribution to increasing work stress. The prime objective of this research article is to examine the stress level of sales personnel of Pantaloons Fashion and retail Ltd. of Mangalore. It is assumed that gender and age of employees are negligible factors to assess the work stress at the workplace. In the current period stress is a common factor which usually imposed by employers to reach the target level. Internal factors that impact work pressure are nutritional status, health and fitness levels, emotional wellbeing and amount of sleep and rest. External factor comprises the working environment, challenges and difficulties with job, relationship with others (Ravinarayana and Ramkrishna, 2016). Both internal and external type of factors contributing to increasing work stress among employees. Day to day interaction with customers, level of responsibility and working with colleagues are having a positive impact on employee performance. Effectiveness in workplace policies, Different conceptual framework Locke Model and Maslow original hierarchy have been reviewed in this paper. Issues in small retail organisation differ from large organisations (Saunders, Lewis and Thornhill, 2012).   
[bookmark: _Toc7191793][bookmark: _Toc8117461]


Literature review of the article 
The literature of this research paper is based on previous studies and self-knowledge regarding the research topic. Different author opinions have been reviewed in this section. According to Ahmad, Bhardwaz and Narula (1985) study the stress level of public and private sector employees. This study found significant differences in three dimensions of role stress-role isolation, role ambiguity, and self role distance. Garg (2015) conducted a study to assess the role of organisational stress and its relation to high-performance work practice (HPWPs) and employee engagement and job satisfaction. This study revealed that there is a positive relation between HPWPs and employee engagement and job satisfaction (Garg, 2015). 
Verleye, Gemmel and Rangarajan (2016) evaluated a theoretical model to analyse the impact of customer engagement behaviour on employee work stress among frontline employees. In this study 279 employees in 20 Belgium, nursing homes have been selected. This study revealed that the impact of role stress on job strain is stronger and frontline employees have more supportive behaviour among customers and weaker (Verleye, Gemmel and Rangarajan, 2016). 
In literature, it has been observed that internal organisational factors have more important among employees for their work-stress. Employer’s behaviour and working condition considered more significant to manage the work stress, but personal and psychological factors help them to reduce their stress during work.  
[bookmark: _Toc7191795][bookmark: _Toc8117463]Research philosophy 
Research philosophy concerned with believes about how data would be collected, interpret and used. It also deals with source, nature and development of knowledge. The main objective of research philosophy is the creation of knowledge. Research philosophy applied in every stage of research because of these stages based on the assumptions about the source and the nature of knowledge (Saunders, Lewis and Thornhill, 2012). 
In undertaking research article, Positivism research philosophy has been chosen in undertaking article which asserts the fact collected by the researcher. It believes that only factual knowledge can be gained through observation.  
[bookmark: _Toc7191796][bookmark: _Toc8117464]Research ethics
Research ethics concerned the standard to conduct the study. Several tools and techniques used to evaluate the reliability of methods like Cronbach alpha, factor analysis etc. In order to maintain ethics in this research paper, data gathered from the sales personnel using a survey questionnaire and presented in tables. Ethical issues affect the findings of the study; hence such standard is developed to maintain the data reliability under the ethical research environment (Saunders, Lewis and Thornhill, 2012). In undertaking research article, convenience sampling technique used, data interpreted using SPSS quantifiable software. Hence this study is free from biasness issues that are mainly engaged with ethical issues in the study.    
[bookmark: _Toc7191797][bookmark: _Toc8117465]Sampling techniques  
Convenience sampling techniques employed for selecting sales personnel. T-test has been used to assess the statistical significance between variables.  The survey questionnaire is an excellent method for data collection which saves time and fund of the researcher by covering a large area of research interest. Survey questionnaire quickly circulated among respondents. 
In order to measure the reliability of the study, Cronbach’s Alpha has been used which has been developed by Lee Cronbach in 1951. SPPS software has been used in this study for quantitative data analysis. 
This study found that 65% of the respondents faced work stress and not able to give sufficient time to their families and friends. 76.3% of the respondents revealed that they could reasonably manage the work stress in a reasonable time but holidays and special offer loaded them and felt heavy work pressure. 
It has been concluded in this study that job stress is increasing in a business organisation which have a necessary implication on employee performance. Job stress affects employee engagement and productivity; hence it is imperative to manage the work stress. The null hypothesis of this study has been accepted that believes that there is no significant difference between the job stress, gender and age group.  It has been observed that employee behaviour and sales personnel personality (self-control) play an essential role in predicting the level of employee satisfaction in Pantaloons Ltd. Stress management plays an essential role to manage the employee work stress and to improve their efficiency at the workplace. Presence of work stress invites more fatigue, reduced job satisfaction and might increase turnover. These factors have a direct impact on overall organisational performance.    
[bookmark: _Toc7191798][bookmark: _Toc8117466]
Reliability and validity of literature 
Reliability is a central aspect of the study which concerned with the attribute of human behaviour. It concerned with the extent of repeated action on the same object by different approaches, using different testing and having the same result (Saunders, Lewis and Thornhill, 2012). The main objective of reliability in social research is to present the accuracy in the collection of data and its interpretation. 
Validity is concerned with the extent to which an empirical measure adequately present the meaning of undertaking concept. This study based on quantitative data and SPSS package has been used to interpret the data. The main issue in quantitative study attached with an accuracy of findings and this might be an ethical issue to present the result. 
[bookmark: _Toc7191799][bookmark: _Toc8117467]Existing issues 
In this study, an issue of biasness might exist because it has been assumed in hypotheses that there is no significant difference between employees’ gender and age group. While it is clear that female employees have higher work-pressure due to a higher responsibility. They have to manage family responsibility more than male members in the family. 
The researcher only used primary data and quantitative data analysis for doing this study, but some factors might observe clearly when employees are interviewed. The survey questionnaire is comprehensive data collection tool which has lower importance among respondents in the research world which may affect respondents’ interest in the study. 
Convenience sampling is used in this research article to select respondents who are less active and show subjectivism in the study. The adequate sample needed for increasing research validity and reliability because it presents the population as a whole but when sample developed as per the convenience of the researcher, it may vary the result of the study.     
[bookmark: _Toc8117468]Conclusion 
This part of the essay is vital to analyse the overall report in a short view. The aim is to analyse the article and research method applied with a diverse range of philosophical views. Epistemology, Ontology and Axiology have been reviewed in this report. Issues of biasness among respondents and development of sample using convenience sampling techniques are significant issues that have been observed in this article which might affect the overall findings of the study. The essay is emphasising on the analysis of the undertaking article on the impact of work stress on employee performance. It observed that the issue of responsibility and unrest work activity with heavy work duty increase work-pressure on employees. Holidays and special offered day increase their work stress because they have to work in a dysfunctional manner to handle their jobs. Development of human resource policies and working condition also has significant importance for employees to work in the retail sector. Adverse working condition harms their health and influences their performance level.  Hence it is concluded that an organisation should be concerned with significant factors that are responsible for increasing work stress and employee stress management practices to improve employee efficiency.   
[bookmark: _Toc7191801][bookmark: _Toc7901321]
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