


PRESENTED BY :-mrs. Poonam arya
assistant professor
deparfment of business administration

govt. college for girls , ludhiana




() On

NMlotivation!

Getting Gotten on Human Drives
Using the Michael Motivation Cards

By Stephen J Cocconi




a The process by which efforts are
energised , directed and sustained
toward attaining a goal.

SUCCESS

practice
instruction

training
learning




—
INTRODUCTION

« Moftivation is the desire that workers possess to complete a fask
« Example:

* |t is motivation that determines whether a laborer completes a task
according to the requirements

« Organizations mofivate their employees through:
» Training sessions
»Recreation events



what motivates you ¢¢¢e

d Learning new ThiNGs™.

d Being innovative or
creative.

d Teaching/Mentoring

SUPPORT

o’rher.s. m @]\ oY

DEMAO

d Working Independently



Types of motivation:

ntrinsic moftivation:  extrinsic motivation:
1 Motivation aMotivation
comes from encouraged b
within. external factor:

Extrinsic
motivation motivation
(from within) (from outside)

* Autonomy « Compensation
* Mastery * Punishment

* Purpose

Intrinsic




INTRINSIC VS. EXTRINSIC MOTIVATION:
WHY WE DO WHAT WE DO

-;-
Because of the ’ . Because of the

interest and outcome that

enjoyment in ' will result by
doing the task
« Promotions

the task itself

* Enjoyment ‘

« Purpose « Pay raises
« Growth : : : : « Bonuses
. Curiosity Intrinsic EXtrinsic . Benefits
« Passion * Prizes
« Self-expression « Winning
« Fun + Perks
Ryan & Deci, 2000 {(_D ADURO
limeades
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Internal Feeling

Influencer of Behavior
Psychological Process
Activator of Human Energy,
Behavior, or Actions
Complex and Unpredictable
Continuous Process

A Management Function
Pervasive in Nature
Positive or Negative, as well
as, Extrinsic or Intrinsic




Motivated Employees
Improved Productivity
Develops Positive Attitude
Stable Workforce

Optimal Use of Resources
Reduced Absenteeism and
Turnover

Remedy For Change
Minimizes Dispute
Reduced Supervision
Ensures Goal Achievement




MASLOW 'S HIERARCHY OF NEED
THEORY:

people have five levels -
Theory . MASLOW'S <
’ H‘ERAR CHY &22:“‘;“?;: Abraham Harold Maslow (April 1, 1908 - June 8, 1970)

SEONTANEITY, was a psychologist who studied positive

T M OF NEED S ;‘;il?giﬁ’;;%%@:ggm human qudilities and the lives of exempla-
D e O C U O I S O I O n \_ ACCEPTANCE OF FACTS ry people. In 1954, Maslow created the
CSELF— ACTUALIZ ATlON) Hierarchy of Human Needs and
expressed his theories in his book,

ABRAHAM e e Motivation and Persondiity.
SLOW OTHERS. RESPECT BY OTHERS |

a Esteem
aSocial or Affilation

ESTEEM

FRIENDSHIP, FAMILY,
SEXUAL INTIMACY

Self-Actualization - A person's
motivation to reach his or
her full potential. As shown
in Maslow’s Hierarchy of
Needs, a person'’s basic
needs must be met
before self-actudliza-
tion can be
achieved.

SECURITY OF BODY, OF EMPLOYMENT, OF
RESOURCES, OF MORALITY, OF THE FAMILY,
OF HEALTH, OF ‘PROPERTY.

aSafety or Security

QBasic physiological

A o CRETIO!
i A el

( PHYSIOLOGICAL j

=
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Maslow’s hierarchy of needs;

= Physiological needs: These are
biological requirements for human
survival. For example air, food , water,
shelter, clothing, warmth, sex and sleep.

» Safety needs: For example include
protection from elements, security,
order, law and stabillity.



Nneeas INCToS S J1C 1 c,E1C.

QEsteem needs: There are classified info two types are:

« Self-Esteem, stemming from dignity, achievement,
mastery and independence.

« The desire for reputation or respect from others,
Including status and prestige.




Hierarchy of Needs

Social Media
os Self Optimization &
¢ Actualization Monetization
/
(
Personal
Love &
Belonging

Safety &
Security

Maslow’s

morality,
creativity,
spontaneity,
problem solving,

lack of prejudice,
acceptance of facts

Self-actualization

Community
Building

-""“m
' ‘ Existence

b (Presence)

self-esteem,
confidence, achievement,
respect of others, respect by others

/ friendship, family, sexual intimacy \

security of body, of employment, of resources,
of morality, of the family, of health, of property

Esteem

Love/Belonging

¥ Physiological

Safety

ood, water, sex, sleep,

Social Media Hierarchy of Needs - by John Antonios

Physiological




Maslow's Theory:
ASSUMPTIONS:

« Human behaviour is affected by their needs.
= People have different needs and needs follow a hierarchy

= People move to the next need only when the lower needs
are safisfled




HERZBERG’'S TWO-FACTOR
| THEORY OF MOTIVATION

** In 1959, Frederick Herzberg, a scientist proposed a two-factor theory/
motivator- hygiene theory

** There are some job factors that result in satisfaction while there are
other job factors that prevent dissatisfaction




Herzberg’'s moftfivation —

giene fheory:

Maintenance O
factors:

Motivational factors:

Hygiene Factors Motivators
» Company policy + Achievement
* Supervision and relationships * Recognition
 Working conditions * Interesting work

» Salar « Increased responsibility
. 5@&@%&9@ by Unknown Author is licensed undeadyancement and growth


https://open.lib.umn.edu/principlesmanagement/chapter/14-3-need-based-theories-of-motivation/
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Herzberg™s Two-Factor Theory
ygene ractor - work condition related o .

dissatisfaction caused by discomfort or pain
— maintenance factor

— contributes to employee’s feeling not dissatistied
— contributes to absence of complaints

M otivation Factor - work condition related to the
satisfaction of the need for psychological
growth

— job ennchment
— leads to superior performance & effort



HERZBERG'S THEORY OF MOTIVATION ™

SATISEACTION DISSATISFACTION
e Achievement o Security
e Recognition o Status
e Growth e Salary

e Responsibility
« Advancement
e« The work itself

e Supervision
« Organizational policies
e Work environment




McGregor's Theory X & Theory Y

Employees dislike work and, whenever
7 possible, will attempt to avoid it.

Because employees dislike work, they

Theory X (- must be coerced, controlled, or

threatened with punishment to achieve
desired goals.

\, Most workers place security above all
other factors associated with work and
will display little ambition.



McGregor's Theory y

Theory Y workers:

Enjoy their work

Will work hard to get rewards

Want to see new things happening

Will work independently

Can be trusted to make decisions

Are motivated by things other than money
Can work unsupervised



VICQrergor s

ecory X dnac

theory y

—

|
h Theory Y \,-

Attitude

We dislike work, find it boring, and will awoid itif
WeE Can.

We need to work and want to take an interest init.
Under the right conditions, wWe can enjoy it

Direction
We must be forced or coerced to make the right We will direct ourselses towards a target that we
effort. accept.
Responsibility
We would rather be directed than accept We will seek and accept responsibility, under the
responsibility, which we awvoid. right conditions
Motivation

We are motivated mainly by money and fears
about their job security.

Creativity

Most of us hawe little creativity — except when it
comes Lo getting around rules.

Under the right conditions, we are motivated by
the desire to realize our own potential .

We are highly creative creatures — but are rarely
recognized as such or given the opportunity to be.

‘Theory X’

Vagemy

'I"hq,-m-.- H - EatPeGritae i,
repressive style. Tiht control,
ne developmant, Produces
[iWted, GERTESME0 CUltiuic,

staff

‘Theory Y’

staff

tt

Theory ¥ - lberating and developmiental,
Contral, achievement and continuous
IMProvEiTient SCEYEd Dy enaliing,
pmpowerng and giving recnonsi bility

management




Oucht’s Theory Z

Long-Term Consensus-Based Iindividual
Employment Decision Making Responsibility
|
Slow Evaluation lnformal Control Moderate Degree Holistic Concern
with Formal of Career s
and Promotion g 4 ) for the Individual

Measurements Specialization




Theory Z

Developed by Dr. William Ouchi

Not necessarily an offshoot of McGregor’'s Theory X/Y,
Ouchi’s theory blends modern western management
approaches with Japanese management techniques

— Ironically, many so-called “Japanese” management techniques
such as Kaizen are based on American Edward Deming's 14
Points For Management

Theory Z focuses on increasing employee loyalty to
the company by providing a job for life with a strong
focus on the well-being of the employee, both on and
off the job

This means stable employment, and high employee
morale and satisfaction by creating opportunities for
collaboration, lateral job movements, and mulit-level
participation in decision-making



View of work
Dislike and Avoid it

Attitude toward
responsibility
Avoid it, Seek formal
direction

Attitude toward innovation
Security valued over
ambition

Ability to Control
Coerced, Controlled,
Threatened

View of work
As natural as rest and

play ‘.

’

Attitude toward
responsibility
Accept and seek it

Attitude toward innovation
Individuals capable of
innovation

Ability to Control
Self direction, Self
Control

View of work
Whole part of a person

Attitude toward
responsibility
Collective Responsibility

Attitude toward innovation
Whole is better than sum of
parts

Ability to Control
Implicit Control by
Loyalty to team




Expectancy theory (Vroom)

Vroom suggests that an employee’s belief about
expectancy, instrumentality and valence interact
psychologically. In this way they create a motivational
force, such that the employee will act in a way that
brings pleasure and avoids pain.

This force can be calculated via a formula:
Motivation = Valence x Expectancy (Instrumentality)

This formula can be used to indicate and predict things
as: job satisfaction, occupational choice, the likelihood of
staying in a job and the effort that one might expend at
work.

MR 4
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THEORY:

Expectancy X Instrumentality X Valence
=p»  Performance B Rewards

1) Will my effort 2) Will performance 3) Do | find the
lead to high lead to outcomes

performance? outcomes? desirable?



VIOON
THEORY:

v

Valence b 4 Expectancy X Instrumentality
Measures the value a Measures the person’'s Measures the extent
person attaches to a confidence in being to which an individual
given revard. These able to get the results believes that the
can be extrinsic (such expected. It is a purely manager/organisation
as money, promotion subjective measure of will deliver the
ar time-off) or intrinsic an individual’s belief in rewards that were
{(such as a sense of themselves promised.

achievement)
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Expectancy Instrumentalities

Motivation
(force)

1 i First level
outcomes

Outcome 1

Second level
outcomes

Expectancy Theory (Vroom)

Effort

Expectancy?
Leads to

Outcome la

Outcome 2 —

FPerformance

Outcome 1b

Instrumentality?
Leads to

Outcome 2a

e ¥ R R R R

Outcome (Reward)

Outcome 2b

“alence?

FPersonal Goals




Key propeties
Expectancy
Instrumental

Application

Expectancy Organisational
Theory T Monitoring

Measurement / \ J /
\ / \ / thany

Advantages

Individual
evaluation

Limitation

Hypothetical

Decision

'\"a""‘y




Expectancy Theory &
Performance Issues

e Effort — performance relationship
— Training & education

e Performance — rewards relationship
— Will my performance be recognized & rewarded?
— How are rewards allocated?
e Seniority versus merit
e Is the evaluation process fair?

e Rewards — personal goals

— Is the reward personally desirable?

e “If you perform well, we will put you in charge of
our overseas office”



Fvaluation of

oxpectancy model:

a The expectancy model is highly useful in
understanding organisation behaviour. |t can
Improve the relationship between the individual
and organisational goals.

AThe expectancy theory is a cognifive theory ,
which values human dignity.



Fvaluation of

oxpectancy model:

Q This theory helps the managers in looking
beyond what Maslow and Herzberg implied.



a According to a small number of specialist, the complexity of the
theory makes it challenging to both test and to practice .

Q Due to the complexity of this hypothesis, its viability cannot be
thoroughly assessed.

Qlt is possible to put this notion into action.




Porter and lawler model

of motivation:

« Effort: It refers to the amount of energy which o

pe
= Va

‘on exerts on a job.

ue of Reward: First of all people try to figure out

whether the rewards that are likely to be received
from doing a job will atfractive to them.




~orter dana igwier rmoael G
motivation:

PercelveQ LCmC EEE————TT O O Q1 TION
before people put forth any effort, they will also try
to assess the probabllity of a certain level of effort
eading to a desired level of performance and the
oossibility of that performance leading to certain
kinds of rewards.
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of moftivation:

» PerformancCe - Erran e a s
expected level of performcmce WI|| depend upon the
amount of effort, the abillities and traits of the individual
and his role perceptions.

= Rewards: Performance leads to certain outcomes in the
shape of two types rewards namely extrinsic rewards and
Intrinsic rewards.




Figure 1: The Porter - Lawler Model

v

Value of | Perceived
Reward Abilities and Intrinsic Equity of
Traits ~ Rewards Rewards

H\\}I‘ |

-t
=

PEFHE:,:I:? d Role Extrinsic
- . Perceptions Rewards
Probability |
. The model predicts that satisfaction
2 . Is determined by the perceived equity

of instrinsic and extrinsic rewards for
high-level performance



ignificance of porter anc

lawler model of moftivation

a Put the right person In the proper job based on
their abillities .

QPrescribe concrete performance level and
make attainable .

aFor incentives, effective performance must be
rewarded .




Figure 1: Total Rewards Categories

Financial

Contingency
Pavy

Benefits

Non -
Financial

Performance/
Career
Management

Quality Work
Environmmen t

Work/ Home

Integration

Adapted from Nienaber et al., Z201.1.



I} FINANCIAL INCENTIVES )

i

1) Financial Incentives:




Non-financial techniques

- Financial rewards have always been used but recently
companies have found that;
- The chance to earn more might not be a motivator
- Financial incentive schemes are difficult to operate

- Individual reward schemes aren’'t always effective, particularly if
tasks are group tasks

- Other factors can be seen as more important by staff



Financial and Non-Financial Incentives °©°€

Financial Non
Incentives Financial Incentives
 Pay and Allowance  Status
« Productivity-Linked Wage Incentives « Organizational Climate
« Bonus « Career Advancement Opportunity
« Profit Sharing e Job Enrichment
» Stock Options « Employees Recognition Program
« Retirement Benefits « Job Security
« Perks « Employee Participation




Conclusion

Maslow's model has great potential appeal in the
business world. The message is clear - if management
can find out which level each employee has reached,
then they can decide on suitable rewards.

Increase motivation by ; better communication
petween managers & workers,greater management
envolvement,working in groups

In practice,therefore, business should introduce team
working and personnel departments to look after
employees interest.

IB Business & Management 16



