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Abstract

Introduction: Quality of work life (OWL) significantly impacts both organizational health
and employee well-being, particularly in industrial estates within North Zone Kerala.
Understanding the factors influencing QWL and its importance is crucial for sustainable
organizational success and socio-economic development. This introduction provides an
overview of QWL, emphasizing its dimensions and relevance within industrial estates in the
region. Additionally, it highlights the need for context-specific research to address the unique
challenges and opportunities in North Zone Kerala's industrial landscape.

Methods and Materials: A descriptive research design was adopted to assess QWL and job
performance among industrial estate employees. Questionnaires were used to collect data on
various QWL dimensions, including organizational factors, environmental factors, and
personal factors, as well as job performance indicators. The sample comprised employees
from major industrial estates in North Zone Kerala, with a total of 390 valid responses
analyzed using mean, standard deviation, and correlation analysis.

Results: The analysis of descriptive statistics revealed significant perceptions and sentiments
among employees regarding QWL and job performance factors. While respondents expressed
dissatisfaction with organizational factors such as development of human capacity and
compensation, they endorsed environmental factors like social relevance and safe working
conditions. Personal factors received mixed perceptions, indicating areas for improvement.
Regarding job performance, respondents maintained a neutral stance, suggesting
opportunities for enhancement in performance standards, needs fulfillment, and rewards.
Correlation analysis showed positive relationships among QWL dimensions but no
significant correlations with job performance indicators.

Conclusion: The findings underscore the importance of addressing organizational
shortcomings while leveraging strengths in environmental factors to enhance QWL and job
performance among industrial estate employees in North Zone Kerala. Suggestions include
implementing targeted initiatives for skill development, providing clear pathways for career
growth, revising compensation and reward systems, and promoting social relevance and
workplace safety. These interventions can contribute to fostering a positive work environment
conducive to employee satisfaction, productivity, and organizational success in the region's
industrial sector.

Keywords: Quality of Work Life, Job Performance, North Zone Kerala, Industrial Estate,
Employees

Introduction

The relationship between job performance and the quality of work life (QWL) has
garmnered significant attention in recent years, especially in dynamic and remote work
environments like the Andaman and Nicobar Islands. This region's unique geographical and
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socio-economic characteristics create a distinctive work environment, particularly within its
industrial estates. Employees in these settings often face challenges such as isolation, limited
access to resources, and work-life balance issues, all of which can directly impact their job
performance. Optimizing job performance is a critical goal for organizations seeking to
maintain competitive advantage and ensure long-term sustainability. In this context,
enhancing the Quality of Work Life (QWL) has emerged as a strategic approach. QWL
encompasses various dimensions, including job satisfaction, work environment, work-life
balance, and employee well-being. A positive QWL can lead to increased motivation,
reduced absenteeism, and higher job satisfaction, ultimately translating into improved job
performance. This study focuses on the industrial estate employees in the Andaman and
Nicobar Islands, examining how improvements in QWL can optimize job performance.
Given the region's unique challenges, such as limited infrastructure and connectivity,
understanding the specific needs and concerns of employees is crucial. By identifying the key
factors that influence QWL and their impact on job performance, this research aims to
provide actionable insights for employers and policymakers in the region.

Review of Literature

Reddy, R., & Reddy, S. (2017) conducted a study exploring the relationship between
Quality of Work Life (QWL) and job performance among employees in Indian
manufacturing industries. The authors found that improved QWL significantly enhances
employee performance, especially in remote and challenging environments. The study
emphasizes the need for organizations to focus on work-life balance and job satisfaction to
optimize performance.

Kaur, J., & Sharma, S. (2018) examined the impact of Quality of Work Life on
employee retention and productivity in industrial sectors. Their research highlighted that a
positive QWL not only improves job performance but also reduces turnover rates. The study
suggests that employers should prioritize employee well-being to maintain a high-performing
workforce, particularly in geographically isolated regions.

Patil, M., & Desai, P. (2018) investigated the role of QWL in enhancing job
satisfaction and productivity in the Indian context. The findings indicate that QWL
dimensions such as job security, work environment, and employee engagement are crucial for
improving job performance. The study underscores the importance of creating a supportive
work environment to optimize employee output.

Thomas, P., & Rajesh, K. (2017) focused on the effects of QWL on employee
motivation and performance in the industrial sector. The authors found a strong correlation
between improved QWL and higher levels of motivation, which in turn positively influences
job performance. The study recommends that organizations in remote areas invest in QWL
initiatives to boost employee morale and productivity.

Singh, A., & Verma, S. (2019) explored the relationship between work-life balance
and job performance among employees in industrial settings. Their research concluded that
work-life balance is a key component of QWL that directly impacts job performance. The
study highlights the need for flexible work arrangements and supportive policies to enhance
employee performance in challenging work environments.

Gupta, R., & Kumar, M. (2018) analyzed the impact of organizational culture on
QWL and its subsequent effect on job performance. The study found that a positive
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organizational culture that promotes employee well-being and job satisfaction leads to
improved job performance. The authors suggest that fostering a culture of care and support
can be particularly beneficial in industrial estates in remote regions.

Mishra, S., & Pandey, A. (2019) examined the influence of QWL on employee
commitment and performance in industrial organizations. Their research demonstrated that
employees who perceive a high QWL are more committed to their organizations and exhibit
better job performance. The study recommends that management focus on enhancing QWL
to achieve optimal employee performance and organizational success.

Aim of the Study

The aim of this study is to investigate the impact of improving the Quality of Work
Life (QWL) on optimizing job performance among employees working in industrial estates in
the Andaman and Nicobar Islands. This region, characterized by its remote location and
unique socio-economic conditions, presents distinct challenges and opportunities for the
workforce. The study seeks to understand how these factors, when addressed through targeted
improvements in QWL, can lead to enhanced job performance, benefiting both employees
and their organizations. Quality of Work Life is a multifaceted concept that encompasses
various aspects of an employee’s experience, including job satisfaction, work environment,
work-life balance, and overall well-being. In the context of the Andaman and Nicobar
Islands, where industrial estates are often isolated and lack certain amenities commonly
found in more connected regions, the importance of QWL becomes even more pronounced.
The study aims to identify the specific elements of QWL that most significantly influence job
performance in this unique setting.

By exploring the relationship between QWL and job performance, this research aims
to provide actionable insights for employers and policymakers. The study will examine how
improvements in areas such as workplace safety, employee engagement, compensation, and
career development opportunities can lead to increased motivation, reduced turnover, and
higher levels of job satisfaction among industrial estate employees. Additionally, the study
aims to contribute to the broader understanding of how QWL initiatives can be tailored to
meet the specific needs of employees in remote and challenging environments. By providing
evidence-based recommendations, the research seeks to support the development of strategies
that enhance both the well-being of employees and the overall productivity and sustainability
of industrial operations in the Andaman and Nicobar Islands.

Need of the Study

The need for this study arises from the critical role that Quality of Work Life (QWL)
plays in optimizing job performance, particularly in geographically isolated and resource-
constrained regions like the Andaman and Nicobar Islands. The industrial estates in this
region are vital for economic development, providing employment opportunities and
contributing to the local economy. However, employees in these industrial estates often face
unique challenges that can significantly impact their QWL and, consequently, their job
performance. The Andaman and Nicobar Islands' remoteness, limited infrastructure, and
restricted access to essential services create a challenging work environment. Employees in
industrial estates may experience work-life imbalance, job dissatisfaction, and health issues
due to inadequate facilities and support systems. These challenges can lead to decreased
productivity, higher absenteeism, and increased turnover rates, ultimately affecting the
overall performance of the industrial sector in the region.
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Furthermore, while extensive research has been conducted on QWL and job
performance in more developed and accessible areas, there is a noticeable gap in studies
focusing on remote and less developed regions like the Andaman and Nicobar Islands.
Understanding the specific needs and factors influencing QWL in such unique settings is
crucial for developing effective strategies to enhance job performance.This study is essential
as it seeks to bridge this knowledge gap by exploring the relationship between QWL and job
performance among industrial estate employees in the Andaman and Nicobar Islands. The
findings will provide valuable insights for employers, policymakers, and stakeholders,
enabling them to implement targeted interventions that improve QWL. By addressing the
unique challenges faced by employees in this region, the study aims to contribute to the
optimization of job performance, thereby enhancing the productivity and sustainability of the
industrial sector in the Andaman and Nicobar Islands.

Statement of Problem

The industrial estates in the Andaman and Nicobar Islands represent a vital
component of the region's economic development, providing employment opportunities in a
remote and geographically isolated setting. However, these industrial environments are often
characterized by unique challenges that can negatively impact the quality of work life (QWL)
of employees. Factors such as limited access to healthcare, inadequate infrastructure,
restricted social interaction, and a lack of professional development opportunities contribute
to a challenging work environment. These challenges can lead to decreased job satisfaction,
increased stress, and ultimately, lower job performance among employees. In such a setting,
the link between QWL and job performance becomes particularly critical. While it is well-
established that a positive QWL can lead to enhanced job performance, the specific dynamics
of this relationship within the context of the Andaman and Nicobar Islands' industrial estates
remain underexplored. The region's distinct socio-economic and environmental conditions
require a tailored approach to understanding how improvements in QWL can be leveraged to
optimize job performance.

The problem at hand is the apparent gap between the existing QWL and the desired
job performance levels among industrial estate employees in the Andaman and Nicobar
Islands. Without a clear understanding of the specific factors that influence QWL in this
unique context, efforts to enhance job performance may fall short. This study seeks to address
this problem by investigating the key determinants of QWL and their impact on job
performance within these industrial estates. By identifying and analyzing these factors, the
research aims to provide actionable insights that can inform strategies to improve QWL,
thereby optimizing job performance. This, in turn, could lead to enhanced productivity,
reduced employee turnover, and overall better organizational outcomes in the industrial
sector of the Andaman and Nicobar Islands.

Objective of the Study

The objective of the study is to investigate the relationship between the quality of
work life (QWL) and job performance among employees in the industrial estates of the
Andaman and Nicobar Islands. It aims to explore how various aspects of QWL, such as work
environment, employee welfare, work-life balance, and job satisfaction, influence employees'
job performance, contributing to a deeper understanding of workplace dynamics in this
unique and geographically isolated region. The study seeks to identify key factors that can be
enhanced to optimize job performance through improvements in QWL, ultimately leading to
better organizational outcomes.
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Research Methodology

The research employs a descriptive research design to explore and elucidate the
characteristics and relationships between variables related to the quality of work life (QWL)
and job performance among industrial estate employees in the Andaman and Nicobar Islands.
The data collection process primarily involves the use of structured questionnaires tailored to
assess both the quality of work life and job performance. The questionnaire is carefully
designed to encompass two major factors: Factor I - Quality of Work Life (QWL), which
includes Sub Factor I - Organizational Factors (ORF): These include elements related to the
work environment, company policies, management practices, and overall organizational
culture that directly influence the employees' perception of their work life; Sub Factor II -
Environmental Factors (ENF): These cover external factors such as physical working
conditions, workplace safety, and ergonomic aspects that impact employees' comfort and
well-being; and Sub Factor III - Personal Factors (PEF): These relate to individual
characteristics, including personal satisfaction, work-life balance, and psychological well-
being, which play a crucial role in shaping the quality of work life. Factor II - Job
Performance (JP), which includes Sub Factor I - Performance Standards (PS): This aspect
measures how well employees meet the established performance benchmarks within their
roles; Sub Factor II - Needs Fulfillment (NF): This evaluates the extent to which the job
meets employees' professional and personal needs; and Sub Factor III - Rewards (REW):
This focuses on the recognition, compensation, and other incentives that employees receive
for their contributions. The study targets employees across various industries within the
industrial estates of the Andaman and Nicobar Islands.

Given the lack of concrete population data, the researcher treats the population as
infinite. Utilizing Demorgan’s table, a sample size of 384 is determined, ensuring a 95%
confidence level and a 5% confidence interval. Consequently, 400 questionnaires are
distributed, with 390 valid responses received after accounting for bias in 10 responses. A
pilot study involving 50 respondents confirms the reliability and efficacy of the instruments,
with Cronbach’s Alpha for both QWL and job performance exceeding 0.8. For data analysis,
statistical tools such as mean, standard deviation, and correlation are employed. These tools
are crucial in affirming relationships between variables, providing a comprehensive
understanding of how the quality of work life influences job performance among the targeted
employees. The findings from this research are expected to offer valuable insights into the
factors that enhance or hinder job performance in the industrial estates of the Andaman and
Nicobar Islands, thereby contributing to better organizational practices and employee well-
being.

Results

In this study, mean & standard deviation Were used to identify the centre point of the
variables, quality of work life and job performance. Additionally, correlation analysis was
employed to determine the relationship of quality of work life on job performance. Below
outlines the findings of these analyses;

Table. 1. Descriptive Statistics - Organisational Factors

Measuring Variable Mean Sd
Adequate and Fair Compensation 1.71 455
Development of Human Capacity 1.40 491
Growth and Security 1.50 .501
Mean Score (Organisational Factors) 1.54 0.482
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Figure.1. Descriptive Statistics - Organisational Factors
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In the study "Optimizing Job Performance through Improving Quality of Work Life:
A Study of Industrial Estate Employees in the Andaman and Nicobar Islands," the analysis
reveals critical insights into employees' perceptions of their work environment. Respondents
expressed significant dissatisfaction with the development of human capacity, as evidenced
by a mean value of 1.40. This indicates a strong perception that initiatives to nurture and
enhance employee skills and capabilities within the industrial estate are inadequate.

Additionally, respondents showed concerns about growth and security, reflected by a mean
value of 1.50.

This suggests apprehensions regarding career advancement opportunities and job
stability within their roles, highlighting a need for improved career development and job
security measures. Furthermore, the study found substantial discontent with the variable of
adequate and fair compensation, with a mean value of 1.71. This indicates significant
dissatisfaction with the current remuneration and reward systems, underscoring a potential
area of concern for organizational management. The findings point to the necessity for
organizations within the industrial estates to address these issues to enhance job performance
and overall quality of work life.

Table. 2. Descriptive Statistics - Environmental Factors

Measuring Variable Mean Sd
Social Relevance 3.03 702
Safe and Healthy Working Conditions 3.17 .695
Mean Score (Environmental Factors) 3.10 0.699
Figure.2. Descriptive Statistics - Environmental Factors
2.95 3.00 3.05 3.10 3.15 3.20
Social Relevance 3.03
Safe and Healthy Working Conditions 3.17
Mean Score (Environmental Factors) 3.10

Furthermore, the analysis reveals that respondents expressed strong agreement with
the variable of Social Relevance, as indicated by a mean value of 3.03. This suggests that
employees perceive their work within the industrial estate as socially meaningful or
impactful, reflecting positively on their job satisfaction and sense of purpose. Additionally,
the data indicates that respondents strongly agreed with the variable of Safe and Healthy
Working Conditions, with a mean value of 3.17. This implies that employees feel that their
workplace provides a safe and healthy environment, which is essential for their well-being
and overall job satisfaction.
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Table. 3. Descriptive Statistics - Personal Factors

Measuring Variable Mean Sd
Social Integration 3.11 742
Constitutionalism 1.49 .501
Total Life Space 1.50 .501
Mean Score (Personal Factors) 2.04 0.581
Figure.3. Descriptive Statistics - Personal Factors
0.00 0.50 1.00 1.50 2.00 2.50 3.00 3.50
Social Integration 3.11
Constitutionalism 1.49
Total Life Space 1.50
Mean Score (Personal Factors) 2.04

Moreover, the findings from the study reveal several key insights into the quality of
work life and its impact on job performance among industrial estate employees in the
Andaman and Nicobar Islands. Respondents expressed strong agreement with the variable of
Social Integration, which has a mean value of 3.11. This high mean value indicates that
employees experience a robust sense of belonging and camaraderie within their work
environment, which positively influences their job satisfaction and overall well-being. This
sense of social integration is crucial as it fosters a supportive work atmosphere and enhances
employee morale. In contrast, respondents showed strong disagreement with the variable of
Constitutionalism, with a mean value of 1.49. This low mean value suggests that employees
perceive a significant lack of adherence to established rules, norms, or principles within the
organizational framework. This perceived inconsistency can undermine employees’ job
satisfaction and their sense of fairness within the organization, potentially leading to
decreased motivation and engagement. Additionally, the study highlights strong disagreement
with the variable of Total Life Space, which has a mean value of 1.50. This finding indicates
that employees feel their personal lives are not sufficiently acknowledged or respected within
the workplace. This lack of consideration for personal life can negatively affect employees’
work-life balance and overall satisfaction, as it suggests that their needs outside of work are
not being adequately supported. Addressing these issues is crucial for optimizing job
performance, as a positive quality of work life is closely linked to employee satisfaction and

productivity.
Table. 4. Descriptive Statistics - Quality of Work Life
Measuring Variable Mean Sd
Organisational Factors 1.54 0.482
Environmental Factors 3.10 0.699
Personal Factors 2.04 0.581
Mean Score (Quality of Work Life) 2.23 0.587

Figure.4. Descriptive Statistics - Quality of Work Life

0.00 0.50 1.00 1.50 2.00 2.50 3.00 3.50

Organisational Factors I |54
Environmental Factors 3.10
Personal Factors 2.04

Mean Score (Quality of Work Life) 2.23
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Furthermore, the respondents expressed significant dissatisfaction with the variable of
Organizational Factors, with a mean value of 1.54. This indicates that employees perceive
notable shortcomings or deficiencies within the organizational structure, policies, or
practices, which could negatively affect their job satisfaction and overall engagement. In
contrast, respondents showed strong agreement with the variable of Environmental Factors,
reflected by a mean value of 3.10. This suggests that employees view their work environment
as supportive and conducive to their well-being and productivity, which likely contributes
positively to their job satisfaction and performance. On the other hand, the data shows that
respondents hold a neutral stance toward the variable of Personal Factors, with a mean value
of 2.04. This indicates that employees may not strongly perceive personal factors, such as
opportunities for individual growth or work-life balance, as significantly impacting their
overall job satisfaction. This neutrality points to a potential area for further investigation or
improvement to enhance employee satisfaction and performance.

Table. 5. Descriptive Statistics - Job Performance

Measuring Variable Mean Sd
Performance Standards 2.37 .859
Needs Fulfilment 2.00 .928
Rewards 2.19 918
Mean Score (Job Performance) 2.19 73
Figure.5. Descriptive Statistics - Job Performance
1.80 1.90 2.00 2.10 2.20 2.30 2.40
Performance Standards 2.37
Needs Fulfillment 2.00
Rewards 2.19
Mengqa Score (Job Performance) 2.19

The respondents exhibit a neutral stance towards the variable Performance Standards,
with a mean value of 2.37. This suggests that employees neither strongly agree nor disagree
with the adequacy or clarity of performance standards set by their organizations, indicating a
need for further clarification or improvement in this area. Similarly, the respondents also
express a neutral sentiment towards the variable Needs Fulfilment, with a mean value of 2.00.
This indicates that employees perceive their needs being neither adequately fulfilled nor
unmet within the organizational context, highlighting potential areas for improvement in
meeting employee needs and enhancing job satisfaction. Furthermore, the respondents show a
neutral disposition towards the variable Rewards, demonstrating a mean value of 2.19.

This implies that employees neither strongly perceive the rewards and recognition
offered by the organization as sufficient nor insufficient, suggesting potential room for
enhancement in the rewards system to better motivate and retain employees. Moreover, the
respondents maintain a neutral stance towards the variable Mean Score (Job Performance),
with a mean value of 2.19. This indicates that employees neither perceive their overall job
performance as exceptionally high nor significantly low, highlighting the need for continuous
monitoring and improvement of job performance standards and practices within the
organization.
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Table. 6. Ho: No significant relationship between Quality of Work Life and
Organizational Commitment

Variables ORF ENF PEF QWL PS NF REW JP
ORF 1
ENF .208™ 1
PEF 134 192" 1
QWL 365" 657" 372" 1
PS -.007 -.025 .001 .006 1
NF -.014 -.050 -.010 .001 .614™ 1
REW -.050 .016 .022 .027 .798™ .510™ 1
JP -.016 .006 -.011 .041 .892™ 782" .875™ 1
**_Correlation is significant at the 0.01 level (2-tailed).
*, Correlation is significant at the 0.05 level (2-tailed).

Organizational factors (ORF) were found to positively correlate with environmental
factors (ENF), personal factors (PEF), and quality of work life (QWL). Similarly,
environmental factors (ENF) exhibited positive correlations with personal factors (PEF) and
quality of work life (QWL). Personal factors (PEF) also showed positive correlations with
quality of work life (QWL). Additionally, performance standards (PS) demonstrated positive
correlations with needs fulfilment (NF), rewards (REW), and job performance (JP), while
needs fulfilment (NF) exhibited positive correlations with rewards (REW) and job
performance (JP). However, organizational factors (ORF), environmental factors (ENF),
personal factors (PEF), and quality of work life (QWL) showed no correlations with
performance standards (PS), needs fulfilment (NF), rewards (REW), and job performance
(JP).

Suggestions

To address the gaps identified in optimizing job performance through improving the
Quality of Work Life (QWL) among industrial estate employees in the Andaman and Nicobar
Islands, the following recommendations are essential:

e Addressing Inadequate Development of Human Capacity: Respondents have shown
strong disagreement with the current human capacity development initiatives. Therefore,
organizational management should focus on enhancing employee skills and capabilities
through targeted training programs, mentorship, and career development plans. These
initiatives will help address perceived deficiencies and support professional growth.

e Improving Opportunities for Growth and Security: The dissatisfaction related to
career growth and job security signals the need for clear career advancement pathways
and job stability. Organizations should create transparent career progression frameworks,
provide skill development opportunities, and communicate openly about job security to
improve employee satisfaction.

e Enhancing Compensation and Reward Systems: Significant dissatisfaction with
compensation and rewards suggests a need for a comprehensive review of remuneration
structures. Management should consider revising salary scales, introducing performance-
based incentives, and developing recognition programs to align compensation with
employee contributions and industry standards.

e Promoting Social Relevance and Safe Working Conditions: Positive perceptions of
social relevance and safe working conditions should be built upon. Organizations should
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continue to emphasize the social impact of employees’ work and maintain a healthy, safe
work environment through community engagement, sustainability initiatives, and robust
occupational health and safety measures.

e Addressing Concerns of Constitutionalism and Total Life Space: Strong disagreement
with organizational culture and work-life balance highlights a need for improvement in
these areas. Management should foster a culture of fairness, transparency, and respect for
work-life balance by implementing clear policies, maintaining open communication
channels, and offering flexible work arrangements.

e Clarifying Performance Standards and Enhancing Needs Fulfillment: Neutral
perceptions of performance standards and needs fulfillment indicate a need for better
communication of expectations and addressing employee needs. Organizations should
ensure clear communication of performance standards, provide regular feedback, and
address employee needs through inclusive policies and support programs.

e Revamping Rewards and Recognition Systems: The neutral view on rewards suggests
an opportunity to enhance reward systems. To motivate and retain employees,
organizations should review and update reward structures, introduce innovative
recognition programs, and gather employee feedback to better align rewards with their
contributions and preferences.

e Continuous Monitoring of Job Performance: The neutral stance on overall job
performance highlights the need for ongoing performance monitoring. Organizations
should implement regular performance evaluations, offer constructive feedback, and
provide opportunities for skills development to ensure sustained performance excellence
and employee engagement.

Conclusion

The analysis of descriptive statistics reveals several critical insights into factors
affecting job performance and satisfaction among industrial estate employees in the Andaman
and Nicobar Islands. Key concerns have emerged regarding organizational factors such as
human capacity development, career growth, job security, and fair compensation. These
findings point to perceived shortcomings in initiatives aimed at enhancing employee skills,
career advancement opportunities, job stability, and satisfaction with remuneration.
Addressing these issues is essential for improving employee satisfaction and overall
organizational effectiveness.

In contrast, respondents showed strong agreement with environmental factors,
including the social relevance of their work and the safety and healthiness of their working
conditions. This positive feedback indicates that employees view their work as meaningful
and appreciate the safe and healthy work environment provided, which significantly boosts
morale, engagement, and overall job satisfaction. However, the responses regarding personal
factors were mixed. While employees valued social integration and a sense of belonging at
work, there was strong disagreement concerning organizational adherence to rules and
respect for personal boundaries. This suggests that employees desire a supportive and
inclusive work culture but feel that there are deficiencies in how personal life boundaries and
organizational norms are respected.
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Regarding quality of work life, employees expressed dissatisfaction with
organizational factors but strongly supported environmental factors, underscoring the need
for a conducive work environment that fosters employee well-being and productivity. In
terms of job performance factors, such as performance standards, needs fulfillment, rewards,
and overall job performance, respondents remained neutral. This neutrality indicates potential
areas for improvement, including clarifying performance expectations, meeting employee
needs, enhancing the rewards system, and refining job performance practices. Overall,
focusing on addressing organizational concerns while leveraging strengths in environmental
and personal factors can enhance job performance and satisfaction among employees in the
Andaman and Nicobar Islands. Further research and targeted interventions in these areas will
be crucial for achieving sustainable organizational success and improving employee well-
being.
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