


Motivation – the internal and external factors that 
lead an individual to engage in 
goal-oriented behavior. 

 

The theories of motivation fall into the following 
categories: 

1. Needs theories. They describe the type of 
needs that must be met in order to 
motivate individuals. 

2. Process theories. They help us understand 
the actual ways in which we and others can 
be motivated. 

3. Reinforcement theory. It suggests that 
through the consequences for behavior, 
people will be motivated to behave in 
predetermined ways. 



Needs theories: 

Maslow’s hierarchy of needs 

 Alderfer’s ERG theory 

Herzberg’s two factor theory 

McClelland’s Acquired needs theory 

 

 

Process theories: 

 Vroom’s expectancy theory 

Goal-setting theory  

 Equity theory 

 



Self-
actualization 

Esteem/ego 

Social 

Safety 

Physiological 



 Reworking Maslow’s hierarchy of needs to 
align it more closely with (the) empirical 
research. 

 

 They are:- 
i. Relatedness needs – Concerned with our desire 

for maintaining important interpersonal 
relationships. 

ii. Existence needs – Concerned with our basic 
material requirements. 

iii. Growth needs – Concerned with our intrinsic 
desire for personal development 



1. More than one need may be working at the 

same time. 

 

2. If the gratification of a higher level is 

stifled, the desire to a satisfy a lower-level 

need increases. 



 Proposed by psychologist Frederick Herzberg. 

 

 It basically tries to answer: “What do people want 
from their jobs?” 

 

 From his research, Herzberg divided the factors at 
the work place into two categories: 
1. Hygiene/dissatisfiers factors – These are factors which 

to the degree they are absent, increase worker 
dissatisfaction with jobs. When present, they serve to 
prevent job dissatisfaction, but do not result in 
positive satisfaction and motivation. 

 

2. Satisfiers/motivators – These are factors which, when 
presented to a marked degree, increase satisfaction 
from work and provide motivation towards superior 
effort and performance. 



Hygiene factors: 

 Fringe benefits 

 Salaries/wages 

 Status 

 Type & quality of supervision 

 Working conditions 

 Interpersonal relations 

 Company policies, rules, administration etc. 

 

Motivators: 

 Job feelings of achievement 

 Recognition and status  

 Authority, responsibility and power 

 Advancement 

 The work itself 

 Psychological growth 

 



Developed by David McClelland. 

 

 It focusses on three needs: 

i. Need for achievement. The drive to excel, to 

achieve in relation to a set of standards; to 

strive to succeed. 

 

ii. Need for power. Some people are driven by a 

need to make a strong impression on people 

and events. 

 

iii. Need to affiliation. The desire for friendly and 

close interpersonal relationships.  



 From a practical perspective it says that an 

employee will be motivated to exert a high 

level of effort when he/she believes the 

following:- 

  That the effort will lead to good 

performance. 

 

 That good performance will lead to 

organizational rewards. 

 

 That the rewards will satisfy his/her 

personal goals. 



 It thus focusses on three relationships:- 

i. Effort-performance relationship [expectancy] 

It refers to the individual’s perception of how 
probable it is that exerting a given amount of 
effort will lead to good performance. 

 

ii. Performance-rewards relationship [instrumentality] 

      It refers to the individual’s perception of whether 
performing to a particular level will lead to the 
attainment of a desired outcome 

 

iii. Rewards-personal goals relationship [valence] 

      It refers to the degree to which organizational   
rewards satisfy an individual’s personal goals or 
needs and the attractiveness of those potential 
rewards for the individual. 

 



 Some of the implications would also stem 

from other motivational theories: 

a) Determine what levels and kinds of 

performance are needed to achieve 

organizational goals. 

 

b) Training and encouragement are important to 

increase effort-to-performance expectancies. 

 

c) Make explicit the link between rewards and 

performance 



d) Make sure the rewards are large enough. 

 

e) The meaning and implications of second-level 

outcomes should be explained. 

 

f) Individual differences in valences (rewards-

personal goals relationship) must be 

understood. 

 

g) Make sure the system is equitable for everyone. 

 



Developed by Latham and Locke. 

 

 Intentions to work towards a goal are a 

major source of work motivation. 

 



 It directs attention 

 

 It regulates effort 

 

 It increases persistence 

 

 It encourages the development of strategies 

and action plans. 



 Brought forth by J. Stacy Adams. 

 

 It suggests that employees compare their job 

inputs and outcomes with those of others and 

then respond so as to eliminate inequities. 

 

 Adams proposed that those experiencing 

inequity are motivated to do something to 

correct it. 

 



 Change their inputs 

 

 Change their outcomes 

 

 Adjust perceptions of self 

 

 Adjust perceptions of others 

 

 Choose a different referent 

 

 Leave the field 



 

 Behavior modification is an attempt to 

change behavior by manipulating rewards 

and punishments (carrot & stick). 

 

 An underlying principle is the law of effect: 

behavior that leads to a positive 

consequence is repeated, and behavior that 

leads to a negative consequence tends not to 

be repeated. 

 



 Positive reinforcement – provides the employee 
with a reward consequence for performing the 
desired behavior. 

 

 Avoidance (negative) reinforcement – encourages 
employees to perform the desired behavior in 
order to avoid a negative consequence. 

 

 Punishment – gives the employee a negative 
consequence to get the employee to stop 
performing undesirable behavior. 

 

 Extinction – withholds a positive consequence to 
get the employee to stop performing undesirable 
behavior. 



 Continuous reinforcement – each and every 

desired behavior is reinforced. 

 

 Intermittent reinforcement – the reward is 

given based on the passage of time. 



1. Choose an appropriate reward or punishment. 

2. Supply ample feedback. 

3. Do not give everyone the same size reward 

4. Schedule rewards intermittently. 

5. Rewards and punishments should follow the 

behavior closely in time. 

6. Change the reward periodically.  


