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Introduction
The term Motivation is derived from the Latin word movere, meaning to move. Many people incorrectly view motivation as a personal trait that means, some people have it, and others don’t. But motivation is defined as the force that causes an individual to behave in a specific way. Simply put, a highly motivated person works hard at a job; a demotivated person does not. Managers often have difficulty in motivating employees. There are many motivational speakers who offer different methods for motivating staff and while some of these offerings are very good, they cannot possibly address all the needs of different situations in organizations. For this reason it is important to have an understanding of the theory behind motivation so that manager can make subordinates to work with commitment. With this background the current seminar has been conceptualized with the following objectives:
1. To understand the concept of motivation
2. To know the different motivation theories 
3. To examine the application of motivation theories in HRM
4. To review the studies related to motivation
Concept of Motivation
The following definitions of motivation were gleaned from a variety of psychology textbooks and reflect the general consensus that motivation is an internal state or condition (sometimes described as a need, desire, or want) that serves to activate or energize behavior and give it direction.
· Internal state or condition that activates behavior and gives it direction;
· Desire or want that energizes and directs goal-oriented behavior;
· Influence of needs and desires on the intensity and direction of behavior.

Franken (2006) provides an additional component in his definition: 
· The arousal, direction, and persistence of behavior.
Definition: It is the need or drive within an individual that drives them towards goal oriented action 			(Terry and Franklin, 1987)
While still not widespread in terms of introductory psychology textbooks, many researchers are now beginning to acknowledge that the factors that energize behavior are likely different from the factors that provide for its persistence. 
Importance of motivation 
Most motivation theorists assume that motivation is involved in the performance of all learned responses; that is, a learned behavior will not occur unless it is energized.  The major question among psychologists, in general, is whether motivation is a primary or secondary influence on behavior.  That is, are changes in behavior better explained by principles of environmental/ecological influences, perception, memory, cognitive development, emotion, explanatory style, or personality or are concepts unique to motivation more pertinent. 
For example, it is known that people respond to increasingly complex or novel events (or stimuli) in the environment up to a point and then the rate of responding decreases.  This inverted-U-shaped curve of behavior is well-known and widely acknowledged.  However, the major issue is one of explaining this phenomenon.  Is this a conditioning (is the individual behaving because of past classical or operant conditioning), another type of external motivation such as social or ecological, an internal motivational process (e.g., cognition, emotion, or self-regulation), or is there some better explanation? 

Determinants of Motivation
· Individuals 
· Organizational components
· External variables 
Characteristics of Motivation
1. Individuals differ 
2. Highly situational 
3. Is expressed differently
4. Individual himself is not aware
5. Complex 
The relationship of motivation and emotion 
Emotion (an indefinite subjective sensation experienced as a state of arousal) is different from motivation in that there is not necessarily a goal orientation affiliated with it. Emotions occur as a result of an interaction between perception of environmental stimuli, neural/hormonal responses to these perceptions (often labeled feelings), and subjective cognitive labeling of these feelings. Evidence suggests there is a small core of core emotions (perhaps 6 or 8) that are uniquely associated with a specific facial expression (Izard, 1990).  This implies that there are a small number of unique biological responses that are genetically hard-wired to specific facial expressions.  A further implication is that the process works in reverse: if you are motivated to change how you feel and your feeling is associated with a specific facial expression, you can change that feeling by purposively changing your facial expression.  As most people would rather feel happy than otherwise, the most appropriate facial expression would be a smile. 
Explanations of influences/causes of arousal and direction may be different from explanations of persistence 
In general, explanations regarding the source(s) of motivation can be categorized as either extrinsic (outside the person) or intrinsic (internal to the person).  Intrinsic sources and corresponding theories can be further subcategorized as either body/physical, mind/mental (i.e., cognitive/thinking, affective/emotional, conative/volitional) or transpersonal/spiritual.
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In current literature, needs are now viewed as dispositions toward action (i.e., they create a condition that is predisposed towards taking action or making a change and moving in a certain direction; Franken, 2006).  Action or overt behavior may be initiated by either positive or negative incentives or a combination of both.  The following chart provides a brief overview of the different sources of motivation (internal state) that have been studied.  While initiation of action can be traced to each of these domains, it appears likely that initiation of behavior may be more related to emotions and/or the affective area (optimism vs. pessimism; self- esteem; etc.) while persistence may be more related to conation (volition) or goal-orientation. 

 
	Sources of Motivational Needs

	Behavioral/External 
	· elicited by stimulus associated/connected to innately connected stimulus
· obtain desired, pleasant consequences (rewards) or escape/avoid undesired, unpleasant consequences

	Social   
	· imitate positive models
· acquire effective social competence skills
· be a part of a dyad, group, institution, or community

	Biological
	· increase/decrease stimulation (arousal)
· activate senses (taste, touch, smell, etc.
· decrease hunger, thirst, discomfort, etc.
· maintain homeostasis, balance

	Cognitive
	· maintain attention to something interesting or threatening
· develop meaning or understanding
· increase/decrease cognitive disequilibrium; uncertainty
· solve a problem or make a decision
· figure something out
· eliminate threat or risk

	Affective 
	· increase/decrease affective dissonance
· increase feeling good
· decrease feeling bad
· increase security of or decrease threats to self-esteem
· maintain levels of optimism and enthusiasm

	Conative 
	· meet individually developed/selected goal
· obtain personal dream
· develop or maintain self-efficacy
· take control of one's life
· eliminate threats to meeting goal, obtaining dream
· reduce others' control of one's life

	Spiritual 
	· understand purpose of one's life
· connect self to ultimate unknowns




Theory
· Greek 
· “Theoria” = looking at, seeing, viewing or  beholding a vision that yields understanding
· An idea or set of ideas
·  The analysis of a set of facts
· Ex: Oil floats on water, rock sinks in water due to specific gravity
Definition
·          It is a set of interrelated concepts, definitions and propositions that presents a systematic view of phenomena by specifying relations among variables with the purpose of explaining, predicting and controlling the phenomena
							 (F.N.Kerlinger, 1966)
·         “A scientific theory is a system of constructs (concepts) and propositions (relationships between those constructs) that collectively presents a logical, systematic, and coherent explanation of a phenomenon of interest within some assumptions and boundary conditions”
							(Bacharach, 1989)
Characteristics of Theory
1. Set of propositions
2. Interrelations among a set of variables
3. Empirically tested phenomenon
4. Has a constitutive core of concepts 
Theories of motivation 
A motivated and qualified workforce is crucial to increase productivity and the quality of the organisational services in order to achieve organizational objectives. The challenge and dilemma for many managers is how to create this type of motivation. While there are many theories surrounding the notion of motivation, two distinct areas of motivation are usually mixed. That is the emphasis placed on motivation to be rooted in a job and motivation to perform. Both are very vital and managers have to critically understand the impact of their activities in both areas 
Motivation is significant because even people with the required knowledge, skills, and abilities will perform poorly if they are not motivated to devote their time and effort to work have needs which a workplace must fulfil in order to avoid demotivation. When workers lack motivation they tend to resort to anti-work behaviours such as absenteeism, negligence of duty, late-coming, failure to meet deadlines, display of open frustration and all these factors work negative to the performance and credibility of an organization. Organizations need to place all efforts to ensure that incentives such as intrinsic motivators, extrinsic motivators and performance management approaches are used in order to retain, attract, increase workers efforts, satisfaction and commitment. The study discuses three leading motivation theories into detail. It is argued that motivation theory is a basis for this study because achieving higher levels of performance requires attending to how best individuals can be motivated through incentives and performance management approaches.
Many of the theories of motivation address issues introduced previously in these materials. The following provides a brief overview to any terms or concepts that have not been previously discussed. 
Behavioral 
Each of the major theoretical approaches in behavioral learning theory posits a primary factor in motivation.  Classical conditioning states that biological responses to associated stimuli energize and direct behavior.  Operant learning states the primary factor is consequences: the application of reinforcers provides incentives to increase behavior; the application of punishers provides disincentives that result in a decrease in behavior.
[bookmark: Cognitive]Cognitive 
There are several motivational theories that trace their roots to the information processing approach to learning (Huitt, 2003b).  These approaches focus on the categories and labels people use to help identify thoughts, emotions, dispositions, and behaviors. 
One cognitive approach is attribution theory (Heider, 1958; Weiner, 1974).  This theory proposes that every individual tries to explain success or failure of self and others by offering certain "attributions."  These attributions are either internal or external and are either under control or not under control.  The following chart shows the four attributions that result from a combination of internal or external locus of control and whether or not control is possible.
	 
	Internal
	External

	No Control
	Ability
	Luck

	Control
	Effort
	Task Difficulty


In a teaching/learning environment, it is important to assist the learner to develop a self-attribution explanation of effort (internal, control).  If the person has an attribution of ability (internal, no control) as soon as the individual experiences some difficulties in the learning process, he or she will decrease appropriate learning behavior (e.g., I'm not good at this).  If the person has an external attribution, then the person will have a believe that nothing the person can do will help that individual in a learning situation (i.e., responsibility for demonstrating what has been learned is completely outside the person).  In this case, there is nothing to be done by the individual when learning problems occur.
A second cognitive approach is expectancy theory (Vroom, 1964) which proposes the following equation:
Motivation = Perceived Probability of Success (Expectancy) *
Connection of Success and Reward (Instrumentality) * 
Value of Obtaining Goal (Valance, Value)
Since this formula states that the three factors of Expectancy, Instrumentality, and Valance or Value are to be multiplied by each other, a low value in one will result in a low value of motivation.  Therefore, all three must be present in relatively high levels in order for motivation to occur.  That is, if an individual does not believe he or she can be successful at a task OR the individual does not see a connection between his or her activity and success OR the individual does not value the results of success, then the probability is lowered that the individual will engage in the required learning activity.  From the perspective of this theory, all three variables must be high in order for motivation and the resulting behavior to be high. 
The third cognitive approach is cognitive dissonance theory which is in some respects similar to disequilibrium in Piaget's theory of cognitive development (Huitt & Hummel, 2003).  This theory was developed by Leon Festinger (1957), as social psychologist, and states that when there is a discrepancy between two beliefs, two actions, or between a belief and an action, individuals will act to resolve conflict and discrepancies.  The implication is that if an appropriate amount of disequilibrium is created, this will in turn lead to the individual changing his or her behavior which in turn will lead to a change in thought patterns which in turn leads to more change in behavior.
To summarize the cognitive approaches, notice the relationship between William James' (as cited in Huitt, 2009) formula for self-esteem (Self-esteem = Success / Pretensions) and the attribution and expectancy theories of motivation.  If a person has an external attribution of success, self-concept is not likely to change as a result of success or failure because the person will attribute it to external factors.  Likewise, if the person has an Internal/Ability explanation, his or her self-concept will be tied to learning to do a new activity quickly and easily (I do well because I am naturally good at it). If failure or difficulty occurs, the person must quickly lower expectations in order to maintain self-esteem.  However, if the person has a Internal/Effort explanation and high expectations for success, the person will persevere (i.e., stay motivated) in spite of temporary setbacks because one's self-esteem is not tied to immediate success.  
On the other hand, cognitive dissonance theory suggests that individuals will seek balance or dynamic homeostasis in one's life and will resist influences or expectations to change.  How, then, does change or growth occur. One source, according to Piaget, is biological development.  As human beings mature cognitively, thinking processes and organizations of knowledge (e.g., schemas, paradigms, explanations) are reworked to more accurately reflect one's understanding of the world.  One of those organizations involves explanations or attributions of success or failure.  After puberty, when biological change slows down considerably, it is very difficult to change these attributions.  It requires a long-term program where constant feedback is provided about how one's behavior is responsible for one's success. 
Psychoanalytic theories 
The psychoanalytic theories of motivation proposed a variety of fundamental influences.  Freud (1990) suggested that all action or behavior was a result of internal, biological instincts that are classified into two categories: life (sexual) and death (aggression).  Many of Freud's students broke with him over this concept.  For example, Erikson (1993) and Sullivan (1968) proposed that interpersonal and social relationships are fundamental, Adler (1989) proposed power, while Jung (1953, 1997) proposed temperament and search for soul or personal meaningfulness.
Humanistic Theories 
One of the most influential writers in the area of motivation is Abraham Maslow (1954), who attempted to synthesize a large body of research related to human motivation. Prior to Maslow, researchers generally focused separately on such factors as biology, achievement, or power to explain what energizes, directs, and sustains human behavior.  Maslow posited a hierarchy of human needs based on two groupings: deficiency needs and growth needs.  Within the deficiency needs, each lower need must be met before moving to the next higher level.  Once each of these needs has been satisfied, if at some future time a deficiency is detected, the individual will act to remove the deficiency.  The first four levels are: 
1) Physiological: hunger, thirst, bodily comforts, etc.; 
2) Safety/security: out of danger; 
3) Belonginess and Love: affiliate with others, be accepted; and 
4) Esteem: to achieve, be competent, gain approval and recognition.
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According to Maslow, an individual is ready to act upon the growth needs if and only if the deficiency needs are met.  Maslow's initial conceptualization included only one growth need--self-actualization. Self-actualized people are characterized by: 1) being problem-focused; 2) incorporating an ongoing freshness of appreciation of life; 3) a concern about personal growth; and 4) the ability to have peak experiences.  Maslow later differentiated the growth need of self-actualization, specifically naming two lower-level growth needs prior to general level of self-actualization (Maslow & Lowery, 1998) and one beyond that level (Maslow, 1971).  The growth needs in this revised formulation are: 
5) Cognitive: to know, to understand, and explore; 
6) Aesthetic: symmetry, order, and beauty; 
7) Self-actualization: to find self-fulfillment and realize one's potential; and 
8) Self-transcendence: to connect to something beyond the ego or to help others find self-fulfillment and realize their potential.
Maslow's basic position is that as one becomes more self-actualized and self-transcendent, one becomes more wise (develops the ability to efficiently and effectively make decisions and solve problems based on personal experience) and becomes fluid in interacting with the environment in a wide variety of situations.  Maslow's ultimate conclusion that the highest levels of self-actualization are transcendent in nature is especially important as it comes from someone who spent most of his professional life investigating the topic.
Norwood (1999) proposed that Maslow's hierarchy can be used to describe the kinds of information that individual's seek at different levels.  For example, individuals at the lowest level seek coping information in order to meet their basic needs. Information that is not directly connected to helping a person meet his or her needs in a very short time span is simply left unattended. Individuals at the safety level need helping information.  They seek to be assisted in seeing how they can be safe and secure.  Enlightening information is sought by individuals seeking to meet their belongingness needs. Quite often this can be found in books or other materials on relationship development.  Empowering information is sought by people at the esteem level.  They are looking for information on how their ego can be developed.  Finally, people in the growth levels of cognitive, aesthetic, and self-actualization seek edifying information.  While Norwood does not specifically address the level of transcendence, I believe it safe to say that individuals at this stage would seek information on how to connect to something beyond themselves or to how others could be edified and empowered. 
Maslow published his first conceptualization of his theory almost 60 years ago (Maslow, 1943) and it has since become one of the most popular and often cited theories of human motivation.  An interesting phenomenon related to Maslow's work is that it enjoys such wide acceptance despite a lack of evidence to support the hierarchy as he described it (Wahba & Bridgewell, 1976; Soper, Milford & Rosenthal, 1995). 
The few major studies that have been completed on the hierarchy seem to support the proposals of William James (1892/1962) and Mathes (1981) that there are three levels of human needs.  James hypothesized the levels of material (physiological, safety), social (belongingness, esteem), and spiritual. Mathes proposed the three levels were physiological, belonginess, and self-actualization; he considered security and self-esteem as unwarranted. Alderfer (1972) developed a comparable hierarchy with his ERG (existence, relatedness, and growth) theory.  His approach modified Maslow's theory based on the work of Gordon Allport (1960, 1961) who incorporated concepts from systems theory (Boulding, 1956) into his work on personality.
Alderfer's Hierarchy of Motivational Needs   
	Level of Need 
	Definition  
	Properties 

	Growth 
	Impel a person to make creative or productive effects on himself and his environment
	Satisfied through using capabilities in engaging problems; creates a greater sense of wholeness and fullness as a human being

	Relatedness 
	Involve relationships with significant others
	Satisfied by mutually sharing thoughts and feelings; acceptance, confirmation, under- standing, and influence are elements

	Existence 
	Includes all of the various forms of material and psychological desires
	When divided among people one person's gain is another's loss if resources are limited


   
Maslow recognized that not all personalities followed his proposed hierarchy.  While a variety of personality dimensions might be considered as related to motivational needs, one of the most often cited is that of introversion and extroversion.  Reorganizing Maslow's hierarchy based on the work of Alderfer and considering the introversion/extraversion dimension of personality results in three levels, each with an introverted and extroverted component.  This organization suggests there may be two aspects of each level that differentiate how people relate to each set of needs. Different personalities might relate more to one dimension than the other.  For example, an introvert at the level of Other/Relatedness might be more concerned with his or her own perceptions of being included in a group, whereas an extrovert at that same level would pay more attention to how others value that membership.  
A Reorganization of Maslow's and Alderfer's Hierarchies   
	Level
	Introversion
	Extroversion

	Growth
	Self-Actualization (development of competencies [knowledge, attitudes, and skills] and character)
	Transcendence (assisting in the development of others' competencies and character; relationships to the unknown, unknowable)

	Other 
(Relatedness)
	Personal identification with group, significant others (Belongingness)
	Value of person by group (Esteem)

	Self 
(Existence)
	Physiological, biological (including basic emotional needs)
	Connectedness,  security


Maslow's work lead to additional attempts to develop a grand theory of motivation, a theory that would put all of the factors influencing motivation into one model.  An example is provided by Leonard, Beauvais, and Scholl (1999).  These authors propose 5 factors as the sources of motivation: 1) Instrumental Motivation (rewards and punishers), 2) Intrinsic Process Motivation (enjoyment, fun), 3) Goal Internalization (self-determined values and goals), 4) Internal Self Concept-based Motivation (matching behavior with internally-developed ideal self), 5) External Self Concept-based Motivation (matching behavior with externally-developed ideal self).  Individuals are influenced by all five factors, though in varying degrees that can change in specific situations. 
Factors one and five are both externally-oriented.  The main difference is that individuals who are instrumentally motivated are influenced more by immediate actions in the environment (e.g. operant conditioning) whereas individuals who are self-concept motivated are influenced more by their constructions of external demands and ideals (e.g., social cognition).
Factors two, three, and four are more internally-oriented.  In the case of intrinsic process, the specific task is interesting and provides immediate internal reinforcement (e.g., cognitive or humanistic theory).  The individual with a goal-internalization orientation is more task-oriented (e.g., humanistic or social cognition theory) whereas the person with an internal self-concept orientation is more influenced by individual constructions of the ideal self (humanistic or psychoanalytic theory).
Social Learning 
Social learning (or observational) theory suggests that modeling (imitating others) and vicarious learning (watching others have consequences applied to their behavior) are important motivators of behavior (Huitt, 2004).
Social Cognition
Social cognition theory proposes reciprocal determination as a primary factor in both learning and motivation (Huitt, 2006).  In this view, the environment, an individual's behavior, and the individual's characteristics (e.g., knowledge, emotions, cognitive development) both influence and are influenced by each other two components.  Bandura (1986, 1997) highlights self-efficacy (the belief that a particular action is possible and that the individual can accomplish it) and self-regulation (the establishment of goals, the development of a plan to attain those goals, the commitment to implement that plan, the actual implementation of the plan, and subsequent actions of reflection and modification or redirection.  The work of Ames (1992) and Dweck (1986) discussed below is a major component of social cognitive views on motivation.
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Transpersonal or Spiritual Theories
Most of the transpersonal or spiritual theories deal with the meaningfulness of a person's life or ultimate meanings.  Abraham Maslow (1954) has also been influential in this approach to motivation.  Other influential scholars included Gordon Allport (1955), Victor Frankl (1998), William James (1997), Carl Jung (1953, 1997), Ken Wilber (1998).
Achievement Motivation 
One classification of motivation differentiates among achievement, power, and social factors (see McClelland, 1985; Murray, 1938, 1943).  In the area of achievement motivation, the work on goal-theory (Pintrich, 2000) has differentiated three separate types of goals: mastery goals (also called learning goals) which focus on gaining competence or mastering a new set of knowledge or skills; performance goals (also called ego-involvement goals) which focus on achieving normative-based standards, doing better than others, or doing well without a lot of effort; and social goals which focus on relationships among people (see Ames, 1992; Dweck, 1986; Urdan & Maehr, 1995).  In the context of school learning, which involves operating in a relatively structured environment, students with mastery goals outperform students with either performance or social goals.  However, in life success, it seems critical that individuals have all three types of goals in order to be very successful. 
One aspect of this theory is that individuals are motivated to either avoid failure (more often associated with performance goals) or achieve success (more often associated with mastery goals).  In the former situation, the individual is more likely to select easy or difficult tasks, thereby either achieving success or having a good excuse for why failure occurred.  In the latter situation, the individual is more likely to select moderately difficult tasks which will provide an interesting challenge, but still keep the high expectations for success.
[bookmark: Other]Other Theories
At this point there is little agreement about the identification of basic human needs, how they are ordered, and which theory of motivation might be most basic or correct.  Drawing on the work of Maslow (1954) and those who have critiqued his theory, Ryan and Deci (2000) suggested three needs, although they are not necessarily arranged hierarchically: (1) autonomy, (2) competence, and (3) relatedness.  Thompson, Grace and Cohen (2001) stated the most important needs for children are: (1) connection, (2) recognition, and (3) power.  Nohria, Lawrence, and Wilson (2001) provided evidence from a sociobiology theory of motivation that humans have four basic needs: (1) acquire objects and experiences; (2) bond with others in long-term relationships of mutual care and commitment; (3) learn and make sense of the world and of ourselves; and (4) to defend ourselves, our loved ones, beliefs and resources from harm.  The Institute for Management Excellence (2001) suggested there are nine basic human needs: (1) security, (2) adventure, (3) freedom, (4) exchange, (5) power, (6) expansion, (7) acceptance, (8) community, and (9) expression.
Pink (2009) suggested there are three basic drives: (1) autonomy,  (2) mastery, and (3) purpose.  The concept of autonomy suggests that human beings are not as easily modifiable as behavioral theorists would suggest.  The use of reinforcement for physical or mechanical tasks works reasonably well (i.e., there is little or no cognitive processing involved.)  However, for any tasks that require even a low level of cognitive skill, offering a larger reward sometimes results in equal or lower performance.  Rather, if people are allowed to be self-directed (i.e., use skills in the conative/volitional domain), they will be more highly engaged in task performance.  The concept of mastery suggests that achievement motivation is an important component of human behavior.  People will engage in activities for no other reason than it offers an opportunity to get better at doing something.  This is especially true if it offers the opportunity to engage in Pink's third component, a purposeful activity that provides for the greater good. 
A) Need Based Theories
· Hierarchy of needs theory
· Motivator- Hygiene theory
· ERG theory 
· Theory X and Y
· Three needs theory 
Hierarchy of needs theory
The most popular needs classification is the one developed by Maslow. In his hierarchy of need he developed five major layers of needs, which he listed in order of importance, namely physiological needs, safety needs social needs, esteem needs and self fulfillment needs. He believed that these needs are generally experienced by people. Self fulfillment is the highest point of Maslow’s motivation theory. He believes at this point individuals have the desire to achieve their full potential and skills. Contrary to the lower needs, this need is never fully satisfied; as people grow psychologically new opportunities to grow tend to emerge. According to Maslow a small percentage of the population attain the level of self fulfillment. After a person has successfully attained the sense of belonging, they develop the urge to have a considerable degree of importance. This class of needs is associated with the need to have a firm and stable, high valuation of ones self and to attract respect from other people. He called this category of need the esteem need. Following the achievement of physiological needs, ones attention shifts to safety and security needs in order to overcome the threat of physical and emotional difficulties, such needs may be met by protection against threat and the fulfillment of physiological needs. In his theory he argues that if a person feels threatened then the desire to satisfy that need will be increased and all the other needs above in the pyramid will not be desired, until that need is met. Physiological needs are the ones required in order to satisfy the basics of life, such as air, water, food, sex and sleep. The lower order needs have to be satisfied in order to pursue higher level motivators along the lines of self fulfillment. The argument of his theory is that the need for self fulfillment cannot be satisfied. Man is always wanting and therefore it is only a need that is not satisfied that can motivate behaviour and the dominant need is the one that makes one to act in a particular way in order to fulfill it. People develop psychologically as they advance up the hierarchy but progress is not achieved in a straightforward manner. The lower needs continue to exist temporary and dominate motivation and individuals time and again return to needs that have earlier on been satisfied. In line with his argument is that, for adequate work motivation leaders and managers need to understand the active needs that create individual employee motivation.


· Motivator- Hygiene theory
	Herzberg’s theory is rooted into two underlined parallel sets of needs namely man’s need as an animal to avoid pain and as a human the need for psychological growth. In his theory he listed a number of factors that are similar to Maslow’s hierarchy of needs, except his theory is more inclined to the working environment. He divided these factors into two major categories namely hygiene factors (dissatisfiers) and motivators (satisfiers). Under the hygiene factors he stated factors such as working conditions, company policies and administrative practices, salary and benefits, supervision, status, job security, co-workers and personal life while the motivators include factors such as recognition, achievement, advancement, growth, responsibility and job challenge. One set of needs is associated with what a person does while theother is concerned with the situation in which it is done. The motivators have the ability to create an effective motivation in individuals in order to be able to perform and exert considerable effort while the disatisfiers describe the work environment but do not have much effect in creating positive job attitudes. The hygiene factors are disatisfiers because they form the environment in which man is persistently trying to adjust while the motivators create motivation because they are the tasks available to facilitate the achievement of growth. Herzberg argues that hygiene factors must be initially observed in the job before motivators can be used to stimulate the job and the resultant feeling of motivation to be achieved. This implies that you cannot use motivators until all the hygiene factors have been fulfilled. Hygiene’s theory spells out unique and distinct issues which people need in their work to enable them feel motivated to perform well.
· ERG theory 
ERG theory is a theory in psychology proposed by Clayton Alderfer. Alderfer further developed Maslow's hierarchy of needs by categorizing the hierarchy into his ERG theory (Existence, Relatedness and Growth). The existence group is concerned with providing the basic material existence requirements of humans. They include the items that Maslow considered to be physiological and safety needs. The second group of needs is those of relatedness – the desire people have for maintaining important interpersonal relationships. These social and status desires require interaction with others if they are to be satisfied, and they align with Maslow's social need and the external component of Maslow's esteem classification. Finally, Alderfer isolates growth needs: an intrinsic desire for personal development. These include the intrinsic component from Maslow's esteem category and the characteristics included under self-actualization.
Alderfer categorized the lower order needs (Physiological and Safety) into the Existence category. He fit Maslow's interpersonal love and esteem needs into the Relatedness category. The Growth category contained the self-actualization and self-esteem needs. Alderfer also proposed a regression theory to go along with the ERG theory. He said that when needs in a higher category are not met then individuals redouble the efforts invested in a lower category need. For example if self-actualization or self-esteem is not met then individuals will invest more effort in the relatedness category in the hopes of achieving the higher need
· Theory X and Y
'Theory X' and 'Theory Y' are theories of human motivation and management. They were created and developed by Douglas McGregor at the MIT Sloan School of Management in the 1960s. These theories describe two contrasting models of workforce motivation applied by managers in human resource management, organizational behavior, organizational communication and organizational development. According to the models, the two opposing sets of general assumptions of how workers are motivated form the basis for two different managerial styles. Theory X stresses the importance of strict supervision, external rewards, and penalties: in contrast, Theory Y highlights the motivating role of job satisfaction and encourages workers to approach tasks without direct supervision.
Theory X is based on pessimistic assumptions of the average worker. This management style supposes that the average employee has little to no ambition, shies away from work or responsibilities, and is individual-goal oriented. Generally, Theory X style managers believe their employees are less intelligent than the managers are, lazier than the managers are, or work solely for a sustainable income. Due to these assumptions, Theory X concludes the average workforce is more efficient under "hands-on" approach to management. The 'Theory X' manager believes that all actions should be traced and the responsible individual given a direct reward or a reprimand according to the action's outcomes. This managerial style is more effective when used to motivate a workforce that is not inherently motivated to perform. It is usually exercised in professions where promotion is infrequent, unlikely or even impossible and where workers perform repetitive tasks.
According to Douglas McGregor, there are two opposing approaches to implementing Theory X; the "hard" approach and the "soft" approach. The hard approach depends on close supervision, intimidation, and imminent punishment. This approach can potentially yield a hostile, minimally cooperative work force that could harbor resentment towards management. The soft approach is the literal opposite, characterized by leniency and less strictly regulated rules in hopes for high workplace morale and therefore cooperative employees. Implementing a system that is too soft could result in an entitled, low-output workforce. McGregor believes both ends of the spectrum are too extreme for efficient real world application. Instead, McGregor feels that somewhere between the two approaches would be the most effective implementation of Theory X.
Overall, Theory X generally proves to be most effective in terms of consistency of work. Although managers and supervisors are in almost complete control of the work, this produces a more systematic and uniform product or work flow. Theory X can also benefit a work place that is more suited towards an assembly line or manual labor type of occupation. Utilizing theory X in these types of work conditions allow the employee to specialize in a particular area allowing the company to mass produce more quantity and higher quality work, which in turns brings more profit.
"Theory Y is almost in complete contrast to that of Theory X". Theory Y managers make assumptions that people in the work force are internally motivated, enjoy their labor in the company, and work to better themselves without a direct "reward" in return. Theory Y employees are considered to be one of the most valuable assets to the company, and truly drive the internal workings of the corporation. Also, Theory Y states that these particular employees thrive on challenges that they may face, and relish on bettering their personal performance. Workers additionally tend to take full responsibility for their work and do not require the need of constant supervision in order to create a quality and higher standard product.
Because of the drastic change compared to the "Theory X" way of directing, "Theory Y" managers gravitate towards relating to the worker on a more personal and relatable level, as opposed to a more conductive and teaching based relationship. As a result, Theory Y followers may have a better relationship with their higher ups, as well as potentially having a healthier atmosphere in the work place.
In comparison to "Theory X", "Theory Y" adds more of a democratic and free feel in the work force allowing the employee to design, construct, and publish their works in a timely manner in co-ordinance to their work load and projects. A study was done to analyze different management styles over professors at a Turkish University. This study found that the highly supervised Theory X management affected the research performance of the academics negatively. In general, the study suggests that the professional setting and research based work that professors perform are best managed with Theory Y styles.
While "Theory Y" may seem optimal, it does have some drawbacks. While there is a more personal and individualistic feel, this does leave room for error in terms of consistency and uniformity. The workplace lacks unvarying rules and practices, and this can result in a inconsistent product which could potentially be detrimental to the quality standards and strict guidelines of a given company
· Three needs theory 
Need theory, also known as Three Needs Theory, proposed by psychologist David McClelland, is a motivational model that attempts to explain how the needs for achievement, power, and affiliation affect the actions of people from a managerial context. This model was developed in the 1960s soon after Maslow's hierarchy of needs in the 1940s. McClelland stated that we all have these three types of motivation regardless of age, sex, race, or culture. The type of motivation by which each individual is driven derives from their life experiences and the opinions of their culture. This need theory is often taught in classes concerning management or organizational behaviour.
Need for Achievement: They prefer working on tasks of moderate difficulty, prefer work in which the results are based on their effort rather than on anything else, and prefer to receive feedback on their work. Achievement based individuals tend to avoid both high risk and low risk situations. Low risk situations are seen as too easy to be valid and the high risk situations are seen as based more upon the luck of the situation rather than the achievements that individual made. This personality type is motivated by accomplishment in the workplace and an employment hierarchy with promotional positions.
Need for Affiliation: People who have a need for affiliation prefer to spend time creating and maintaining social relationships, enjoy being a part of groups, and have a desire to feel loved and accepted. People in this group tend to adhere to the norms of the culture in that workplace and typically do not change the norms of the workplace for fear of rejection. This person favors collaboration over competition and does not like situations with high risk or high uncertainty.[1] People who have a need for affiliation work well in areas based on social interactions like customer service or client interaction positions.
Need for Power: People in this category enjoy work and place a high value on discipline. The downside to this motivational type is that group goals can become zero-sum in nature, that is, for one person to win, another must lose. However, this can be positively applied to help accomplish group goals and to help others in the group feel competent about their work. A person motivated by this need enjoys status recognition, winning arguments, competition, and influencing others. With this motivational type come a need for personal prestige, and a constant need for a better personal status.
B) Process Theories
· Goal setting theory
· Equity theory
· Expectancy theory
· Reinforcement theory
Goal setting theory
In 1960’s, Edwin Locke put forward the Goal-setting theory of motivation. This theory states that goal setting is essentially linked to task performance. It states that specific and challenging goals along with appropriate feedback contribute to higher and better task performance.
In simple words, goals indicate and give direction to an employee about what needs to be done and how much efforts are required to be put in.
The important features of goal-setting theory are as follows:
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	The willingness to work towards attainment of goal is main source of job motivation. Clear, particular and difficult goals are greater motivating factors than easy, general and vague goals.
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	Specific and clear goals lead to greater output and better performance. Unambiguous, measurable and clear goals accompanied by a deadline for completion avoids misunderstanding.
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	Goals should be realistic and challenging. This gives an individual a feeling of pride and triumph when he attains them, and sets him up for attainment of next goal. The more challenging the goal, the greater is the reward generally and the more is the passion for achieving it.
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	Better and appropriate feedback of results directs the employee behaviour and contributes to higher performance than absence of feedback. Feedback is a means of gaining reputation, making clarifications and regulating goal difficulties. It helps employees to work with more involvement and leads to greater job satisfaction.
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	Employees’ participation in goal is not always desirable.

	[image: http://www.managementstudyguide.com/images/tick.gif]
	Participation of setting goal, however, makes goal more acceptable and leads to more involvement.
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	Goal setting theory has certain eventualities such as:
a. Self-efficiency- Self-efficiency is the individual’s self-confidence and faith that he has potential of performing the task. Higher the level of self-efficiency, greater will be the efforts put in by the individual when they face challenging tasks. While, lower the level of self-efficiency, less will be the efforts put in by the individual or he might even quit while meeting challenges.
b. Goal commitment- Goal setting theory assumes that the individual is committed to the goal and will not leave the goal. The goal commitment is dependent on the following factors:
i. Goals are made open, known and broadcasted.
ii. Goals should be set-self by individual rather than designated.
iii. Individual’s set goals should be consistent with the organizational goals and vision.




Advantages of Goal Setting Theory
· Goal setting theory is a technique used to raise incentives for employees to complete work quickly and effectively.
· Goal setting leads to better performance by increasing motivation and efforts, but also through increasing and improving the feedback quality.
Limitations of Goal Setting Theory
· At times, the organizational goals are in conflict with the managerial goals. Goal conflict has a detrimental effect on the performance if it motivates incompatible action drift.
· Very difficult and complex goals stimulate riskier behaviour.
· If the employee lacks skills and competencies to perform actions essential for goal, then the goal-setting can fail and lead to undermining of performance.
· There is no evidence to prove that goal-setting improves job satisfaction.
Equity theory
Equity theory focuses on determining whether the distribution of resources is fair to both relational partners. Equity is measured by comparing the ratio of contributions (or costs) and benefits (or rewards) for each person. Considered one of the justice theories, equity theory was first developed in 1969 by J. Stacy Adams, a workplace and behavioral psychologist, who asserted that employees seek to maintain equity between the inputs that they bring to a job and the outcomes that they receive from it against the perceived inputs and outcomes of others (Adams, 1969). The belief is that people value fair treatment which causes them to be motivated to keep the fairness maintained within the relationships of their co-workers and the organization. The structure of equity in the workplace is based on the ratio of inputs to outcomes. Inputs are the contributions made by the employee for the organization.
Expectancy theory 
Expectancy theory of motivation proposes an individual will behave or act in a certain way because they are motivated to select a specific behavior over other behaviors due to what they expect the result of that selected behavior will be.In essence, the motivation of the behavior selection is determined by the desirability of the outcome. However, at the core of the theory is the cognitive process of how an individual processes the different motivational elements. This is done before making the ultimate choice. The outcome is not the sole determining factor in making the decision of how to behave.
Expectancy theory is about the mental processes regarding choice, or choosing. It explains the processes that an individual undergoes to make choices. In the study of organizational behavior, expectancy theory is a motivation theory first proposed by Victor Vroom of the Yale School of Management.
"This theory emphasizes the needs for organizations to relate rewards directly to performance and to ensure that the rewards provided are those rewards deserved and wanted by the recipients."
Victor H. Vroom (1964) defines motivation as a process governing choices among alternative forms of voluntary activities, a process controlled by the individual. The individual makes choices based on estimates of how well the expected results of a given behavior are going to match up with or eventually lead to the desired results. Motivation is a product of the individual's expectancy that a certain effort will lead to the intended performance, the instrumentality of this performance to achieving a certain result, and the desirability of this result for the individual, known as valence
Reinforcement theory
Reinforcement theory is a limited effects media model applicable within the realm of communication. The theory generally states that people seek out and remember information that provides cognitive support for their pre-existing attitudes and beliefs. The main assumption that guides this theory is that people do not like to be wrong and often feel uncomfortable when their beliefs are challenged.
Additionally, this theory focuses on the behavior to consequence connection within the ABC model. This theory, in management, can also be referred to as operant conditioning or the law of effect. Quite simply, this theory notes that a behavior will continue with a certain level of frequency based on pleasant or unpleasant results.
Politics provides an excellent setting for the study of reinforcement theory. The statistics on undecided voters indicate that most people have pre-existing beliefs when it comes to politics. Relatively few people remain undecided late into high-profile elections. For example, about a month prior to the 2008 U.S. presidential election, less than one-fifth of likely voters claimed to be undecided (Sidoti, 2008). Much political advertising is targeted at these individuals not only because of their importance in the overall result, but also because they are the most susceptible to political persuasion (Johnson-Cartee & Copeland, 1997).
Part of the reason why undecided voters are frequent message targets can be found in reinforcement theory. Reinforcement theory predicts that people with already developed opinions will selectively attend to and cognitively incorporate information that supports their own views. Reinforcement theory has three primary mechanisms behind it: selective exposure, selective perception, and selective retention.
Work (Knobloch-Westerwick, 2014) draws on numerous theories. Basically, this theory states that people do not like to have previously-held beliefs challenged. When individuals encounter information that is discrepant from their own opinions, they seek to resolve the resultant disharmony somehow. People in general do not like to be wrong. A change or shift in attitude is sometimes interpreted as an admission that the original belief was inaccurate or inadequate. To avoid having their opinions challenged, research indicates that people tend to simply avoid information that might be discrepant in nature (Johnson-Cartee and Copeland, 1997). Support for this tendency to avoid dissonant messages can also be found in mood management theory. Basically, this theory states that people expose themselves to stimuli that are pleasurable and avoid stimuli that might induce a negative reaction (Zillman & Bryant, 1985).
The selective exposure phenomenon focuses on how people manage to avoid incongruent information and primarily encounter information that supports predispositions. Obviously, most are not able to completely avoid all potentially challenging information. In these cases, message receivers may outright reject dissonant messages (Wheeless, 1974). The reasons for rejection are varied and plentiful. For example, the person might justify message rejection by attacking the source's credibility.
A topic as emotional and involving as political preference is especially subject to the selective exposure phenomenon. In fact, Lazarsfeld, Berelson, and Gaudet (1948) found selective exposure early on to be a necessary link in their theory that campaigns primarily reinforce and activate preexisting political notions. The ever-increasing number of media options further facilitates the public's ability to selectively expose themselves to desired media messages. The explosion of the Internet has put the individual in the driver's seat with regard to what kind of information s/he will encounter. McLeod, Kosicki, and McLeod (2002) stated that information selection and "exposure is much more specialized and individualized" (p. 221) in the era of the World Wide Web. Furthermore, cable channel options continue to multiply with specific, niche target audiences in mind. Some researchers worry that this increased level of fragmentation makes it possible for people to effectively avoid diverse viewpoints and perspectives (McLeod, Kosicki, & McLeod, 2002). If a person limits his/her information acquisition to that which is only consistent with a personal point of view, s/he will surely not contribute to a fully informed electorate.

Application of Motivation theories in Human Resource Management 
A. Employee Involvement Programmes
· Participative management 
· Representative participation 
· Quality circles
· Employee stock ownership plans
Linking Employee Involvement Programmes with motivation theories
· Theory Y is consistent with participative management while theory X aligns with more traditional autocratic style of managing people.
· Two factor theory 
a) Provide employees with intrinsic motivation by increasing opportunities for growth responsibility and motivation itself
b) Opportunity to make decisions 
B. Variable Pay Programmes
· Piece- rate plans
· Profit sharing plans
· Gain sharing
Linking Variable Pay Programmes with motivation theories
· Expectancy theory
· V= Valence 
· E=Expectancy
· I= Instrumentality 
C. Skill Based Pay plans
· Alternative to job based pay
· Pay levels are based on how many skills have or how many jobs they can do.
Linking Skill Based Pay plans with motivation theories
· Pay encourage employees to learn, expand their skills and grow they are consistent with ERG theory.
· Reinforcement theory 
Review studies related to Motivation
1) A study on the achievement motivation and usefulness of agriculture curriculum as perceived by the students at university of agricultural sciences, Bangalore-Ashok kumar (2004) 
Distribution of students with respect to achievement motivation
n=120
	Category
	Number
	Per cent

	Low
	37
	30.83

	Medium
	43
	35.84

	High
	40
	33.43

	Total
	120
	100


2) A study on socio-economic status and achievement motivation of farmers practicing organic farming in eastern dry zone of Karnataka- Ananthnag  (2011) 
Achievement motivation of farmers practicing organic farming
n=120
	Category
	Number
	Per cent

	Low
	37
	30.83

	Medium
	42
	35.00

	High
	41
	34.17

	Total
	120
	100


3) A study on achievement motivation of farm youth awardees in southern Karnataka-      Ganesha, S.N. (2013) 
Overall distribution of respondents according to their achievement motivation
n=60
	Category 
	Number 
	Per cent 

	Low achievement motivation
	11
	18.33

	Medium achievement motivation
	20
	33.33

	High achievement motivation
	29
	48.34

	Total
	60
	100



4) Decision making pattern and achievement motivation of farm women under dryland condition in Tumkur District- Madhushree (2014) 
Achievement motivation of farm women in dry land condition
n=120
	Category
	Number
	Per cent

	Low achievement motivation
	33
	27.50

	Medium achievement motivation
	57
	47.50

	High achievement motivation
	30
	25.00

	Total
	120
	100


Conclusion
Managing the human resources is the cornerstone of open, flexible and caring management culture, for which one of the means is staff motivation. Human resources in an organization can be better managed if the manager knows how to motivate employees. Motivated employees are important in any workplaces. Motivated employees help organizations to survive. To be effective, managers need to understand what motivates employees within the context of the roles they perform. For this, knowledge about various motivation theories will be immense help to managers. Knowing what motivates employees and incorporating this knowledge into the reward system will help organization to identify, recruit, employ, train and retain a reproductive workforce
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Discussion
1) What needs to be done to improve self motivation of an employee in an organization?
Ans: By creating awareness about the successful institutional values and rewards which may receive for better work could able to enrich the self motivation of the employee.  

2) What are the motivational factors working in government and private institution?
Ans: In government institutes no additional motivational factors will work but in the case of private organizations the motivational factors like incentives, awards, rewards and special packages to reach the targets are performing as better motivational factors.

3) Whether motivation is same for men and women in an organization?
Ans: The motivation factors among men and women are certainly not same in the organization. Because, the some factors like security and lesser working hours in the organization and also the working at home can motivate women perform better.

4) How the reservation policies are effecting motivation?
Ans: In present contexts the reservation policies are De-motivating the globe towards work. 

5) Do you think rewards/ awards will motivate the employees in an organization?
Ans: Yes, the rewards / awards helps the employee to get self motivation to work and also they acts as the extrinsic motivational factors in the organization.  
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Motivation theories
Synopsis

The term Motivation is derived from the Latin word movere, meaning to move. Many people incorrectly view motivation as a personal trait that means, some people have it, and others don’t. But motivation is defined as the force that causes an individual to behave in a specific way. Simply put, a highly motivated person works hard at a job; a demotivated person does not. Managers often have difficulty in motivating employees. There are many motivational speakers who offer different methods for motivating staff and while some of these offerings are very good, they cannot possibly address all the needs of different situations in organizations. For this reason it is important to have an understanding of the theory behind motivation so that manager can make subordinates to work with commitment. With this background the current seminar has been conceptualized with the following objectives:
5. To understand the concept of motivation
6. To know the different motivation theories 
7. To examine the application of motivation theories in HRM
8. To review the studies related to motivation
Concept 
Motivation is the need or drive with an individual that drives them towards goal-oriented action (Terry and Franklin, 1987)
· Motivation can be either intrinsic or extrinsic and it varies from individual to individual.

Types of Motivation
Achievement motivation, Affiliation motivation, Competence motivation, Power motivation, Attitude motivation, Incentive motivation and Fear motivation.
Motivation theories 
1. Content theories
a. Hierarchy of needs theory:  Abram Maslow (1943)
b. Motivator- Hygiene theory: Frederick Herzberg
c. ERG theory: Clayton Paul Alderfer (1969)
d. Theory X and Y: Douglas Mc Gregor(1960)
2. Process theories
a. Goal setting theory: Edwin locke (1960’s)
b. Equity theory: J. Stacy Adam’s(1963)
c. Expectancy theory: Victor Vroom (1964)
d. Reinforcement theory: B. F. Skinner(1953)
[bookmark: _GoBack]Application of Motivation theories in Human Resource Management
· Employee Recognition Programmes
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Research studies 
Ananthnag (2011) conducted a study on socio-economic status and achievement motivation of farmers practicing organic farming in eastern dry zone of Karnataka and revealed that 35.00 per cent of the respondents had medium level of achievement motivation and 34.17 per cent of respondents had high level of achievement motivation followed by 30.83 per cent of respondents had low level of achievement motivation.
Ganesha (2013) conducted a study on study on achievement motivation of farm youth awardees in southern Karnataka revealed that 48.34 per cent of the farm youth awardees had high level of achievement motivation followed by 33.33 per cent and 18.33 per cent had medium and low achievement motivation respectively.
Madhushree 2014) conducted study on decision making pattern and achievement motivation of farm women under dry land condition in Tumkur district and she found that nearly half (47.50 %) of the farm women had medium level of achievement motivation followed by 27.50 per cent had low and 25.00 per cent had high level achievement motivation.

Conclusion
Managing the human resources is the cornerstone of open, flexible and caring management culture, for which one of the means is staff motivation. Human resources in an organization can be better managed if the manager knows how to motivate employees. Motivated employees are important in any workplaces. Motivated employees help organizations to survive. To be effective, managers need to understand what motivates employees within the context of the roles they perform. For this, knowledge about various motivation theories will be immense help to managers. Knowing what motivates employees and incorporating this knowledge into the reward system will help organization to identify, recruit, employ, train and retain a reproductive workforce. 
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