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Abstract

Human resource is an important and indispensahte gfaa business organization. Qualified workers
ensure greater productivity. Strengthening emplopegformance ultimately benefits the company.
Qualified, skilled, and motivated workforce contribs a lot to achieve the organization’s success.
Moativation is a key determinant of job performankéehe employees are poorly motivated then theite w
be excessive staff turnover and negative moralehlwhiill increase cost. Therefore, management spend
much time to know what exactly stimulates theirffst&® that resources are not misused. There is a
tremendous research on motivation. The researdfers tried to find out what actually stimulates the
performance and to what extent. In this paper we lraviewed many literatures on motivation and have
found that traditionally it was believed that money extrinsic reward can boost performance. But in
present day money alone cannot stimulate emplogbavior. Now employees are more aware of their
career development, job enrichment, associatiom winagement and empowerment. By ensuring a
congenial and harmonious work atmosphere orgapizstican motivate employees and foster their
performance.
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1. Introduction

Human resource is an important factor of productiwell trained, motivated workforce makes it pbbs

to achieve the organization’s success. For thisaananagement has to supply not only raw materials
facilities, and equipment, but it also has to mativits employees. Productivity, quality and custom
relation are the key areas of success and thesndempn performance of the employees. Employeés wil
perform well if they are motivated. So, irrespeetigf the organizational differences, managers face
common challenge of fostering a motivating workiesrvment. A motivated workforce is essential beeaus
the complete participation of employees will cethaidrive the profitability of the organization (€sen,
2003). Motivation has an influence on productiviEar this reason management need to understand what
motivates employees to reach the highest performafxincrease employee motivation is a difficakk
because employees respond in different ways ta fbhbs. Motivated behaviors are voluntary choices
controlled by the individual employee. The supeawisvants to influence the factors that motivate
employees to higher levels of productivity. Darm{i974) believe motivation is the educating of
employees to channel their efforts towards orgdinizal activities and thus increasing the perforosaof

the said boundary spanning roles. If managemeneatsgto educate and motivate their employees, they
will become dissatisfied or lose their interestjob. This lack of interest in the workplace leads t
absenteeism, turnover, sick leave, strikes, griessand even accidents. But a motivated workformealdv
alleviate dissatisfaction felt by employees andrionp these factors (Denton, 1991). According totDen
(1991), a motivated workforce will lead to greatenderstanding, acceptance, commitment to
implementation, understanding of objectives andsilet making between management and employees.
While exercising different motivational techniquesanagement get involved with employees and this
participation is related with the increase in perfance of employees. Therefore, there is a direstlt
between the levels of motivation andnagement’s participation. (Tyagi, 1982).
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Moativation is a key determinant of job performarecel a poorly motivated force will be costly in terof
excessive staff turnover, higher expenses, negatiwale and increased use of managements’ timééipb
1994). Therefore, management must know what exadilypulates their staff so resources are not
misallocated and dissatisfaction develops amondammaes (Jobber, 1994). As Green (2000) has destribe
motivation to be proactive in the sense of; in ohgalvith employees who are high performers, motbrat

is essential, otherwise their performance will decbr they will simply leave the job. While deaiwith

low performers, motivation is a prerequisite; othise these employees will drag results down, lower
productivity and certainly would not leave the argation, as they will have nowhere else to go.

2. Objective of the study

Purpose of this study is to identify the factorattipromote positive motivational behavior among the
employees to guarantee organizational successhdfarbre the study will identify consistencies i th
rewarding system and the corresponding result ipl@eyse behavior as the motivated, satisfied, comehit
and loyal employees are vital part in the workplace

3. Methodology of the study

The study is mainly a literature review with a dpkedocus on motivation and the human resource
management. A conceptual framework was developexigh review of existing literature on motivation.
This study leaves a scope for conducting furtheeaech and survey on employees of different ingstr
sectors.

4. What is motivation?

Motivation is an internal process which directs ame to behave in a particular way. It is a foricat t
boosts enthusiasm and it differs depending on tsituaRogers, 1996). It is the development of an
aspiration in an employee to accomplish a taskhto dreatest ability based on that individual’s own
initiative (Rudolf and Kleiner, 1989). It is therise to reach peak performance every day, to ethey
continual challenge of improving results, to gemlyncare about their peers and their company, and t
maintain positive results (Evenson, 2003, p.21)s lthe willingness to exert high levels of efftotvard
organisational goals, conditioned by the persohifita to satisfy some individual need (Robbins 93%s
cited in Lu, 1999, p.63). Motivating is the ability instruct the employees with a unity of purpasd to
maintain a continuing, harmonious relationship aghatl people. It is a force which persuades and
promotes an eagerness of every employee to coepeitht every member of the team. Through motivation
the organizational climate becomes harmonious Itthal work groups and the company as a whole gets
benefited.

Borcherding and Oglesby (1975) stated that jobatiisfaction can be one factor that will increasstgo
produce time delays and generally reduce prodtigtioh most types of projects. One way that
management can increase productivity is by howfluénces worker’s attitude, which is a major elame
in worker motivation and determine how much work ¥ accomplished.

5. Theories of Motivation
5.1 Frederick W. Taylor's scientific management

Toward the end of the 19th century, Frederick Mylor introduced the application of scientific
principles to the management of work and workersclwhs known as scientific management,. Taylor
suggested that each job be broken down into itaragptasks. Managers should determine the bestovay
execute each task and the level of productionghatild be expected. The best person for each jbievi
selected and trained. Taylor believed that peomekwnly to earn money and therefore money shoeld b
matched to output. This gave rise to the pieceggstem, a compensation system under which empoyee
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are paid a certain amount for each unit of outpeytproduce.

5.2 Hawthorne Studies

Elton Mayo conducted an experiment between 192%d 1832, which is called the Hawthorne Studies, to
find out the effects of the work environment on ke productivity. The first set of experiments used
different levels of lighting in the plant for oneogip, and a stable level of light in the contradgp. But the
result was surprising as productivity increasetdath groups. Then Mayo used the piece-rate systigm w
groups of workers, rather than individuals and fbtimat production remained constant. It was coredud
that human factors were responsible for the reslitghe lighting experiment the members felt intpat

as they were involved in a group. In the seconceBrent, groups maintained a steady pace because of
desire for social acceptance. These conclusionsrgnthat for better performance workers should be
satisfied.

5.3 Maslow's Hierarchy of Needs

Abraham Maslow first presented the five-tier hiehgr of needs in 1942 to a psychoanalytic society an
published it in 1954 in Motivation and Personaliiyew York: Harper and Row). He identified that the
most basic need emerges first and the most sopdtisti need last. He suggested that people staheon
bottom and put efforts to go up to needs hieraréfiyen one need is fulfilled, it loses its strengtid the
next level of needs is activated. A satisfied needonger a motivator. The most powerful employee
motivator is the need which has not been satisfedording to Maslow, physiological needs are thiads

we require for survival, like, food, clothing, stex| and sleep. In corporate world, adequate wages
represent such type of needs. Next level is oftgafeeds, which are necessary for physical andienait
security. Through job security, health insuranegirement benefits, and safe working environmethisse
needs are satisfied. Moving up to the third lesehie social need, where people seek for lovegtidie and
belonging. Relationships in the work environmend @&m the informal organization, as well as in sbcia
networks with family and friends outside the orgation are good examples of social needs. Next Isve
the esteem need, where we urge for respect, re¢emgréccomplishment and worth. The management can
fulfill such needs by matching the skill and abilitf the employee to the job, by showing workekt their
work is appreciated. Finally, the self-actualizativeeds, which are the desires to grow and devgiojp
ones fullest potential.

5.4 Alderfer's ERG model

Clayton Alderfer identified three categories of deeexistence needs, relatedness needs and greedis.n
Existence needs are the desires for physical vedfigh Relatedness needs are the urges to satisiiact
relating to others by establishing and maintairiimigrpersonal relationships. Growth needs are dsires
to self development, creativity, growth, and comnepet. According to Alderfer, one may be motivatgd b
needs on several levels at the same time and wiividuals are frustrated in meeting one level seed
they may concentrate on the next lower level needs.

5.5 McClelland's Needs Theory of Motivation

David C. McClelland divided motivation into needs power, affiliation, and achievement. People hgvi
need for Power seek positions of leadership. Thewys try to control or dominate others. They like
exercise their influencing power. They are forcefuumentative, hardheaded, and outspoken. Aitiha
motivated people usually get pleasure from beiwegdioand socialized with others. Achievement mo&gat
people have an intensive craving for attaining gaald success. They want to control the situations
which they are involved. They take moderate rigid set realistic targets. They want to be challdrayed
like to analyze problems.
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5.6 Herzberg's motivation-hygiene theory

In the late 1950s, Frederick Herzberg interview®® 2ccountants and engineers in his research and
examined motivation in the light of job content axmhtest. According to Herzberg, motivators orssiis

are those that increase motivation, but whose alesdoes not necessarily result in dissatisfacfidrey
include achievement, recognition, advancement aonwvty in the job. Dissatisfaction occurs when the
maintenance or hygiene factors are absent in theGgamples of such dissatisfiers are: working oo,
company policy and administration, salary, stajols,security, peer relations, and quality of supzon.
These factors will not produce motivation, but tledsence can create employee dissatisfaction.

5.7 Vroom's Expectancy Model

Victor Vroom developed a model of motivation basedndividual needs and motivation. He suggests tha
employees work for different reasons and theseoreasan change over time. So managers should design
an environment for performance considering theedffices in various situations. Expectancy theory is
complex, but it is consistent with real life sitiosis.

5.8 Equity theory

The important aspect of equity theory is that peoplake subjective judgment about fairness in the
rewarding system related to inputs (such as tteitpetencies, qualifications and effort), in compami of
rewards of others. If they feel that they are roptigbly treated they may be dissatisfied. If tfiegi that
they are receiving more rewards, then they will iowe their quantity and quality of work or they may
discount their rewards. (Adams). Bowditch and Budh®97) believed that although equity theory was
originally concerned with differences in pay, ithche applied to other forms of tangible and inthhegi
rewards in the workplace. The motivation procest ké difficult if the input- output ratio is nomi
balance.

5.9 Goal-setting theory

The proposition is that employees are motivategbiéls are meaningful, challenging, clear, attai@ainid
measurable. When employees are encouraged to akt fpy themselves and supervisor reviews and
approves them, then they take challenges for acigethose targets. If goals are completely unrgalis
employees will become demotivated. Goal-settingthdelps a manager to design rewards that match
employees’ requirements. But it is not the only enethod to managers. Tolchinsky & King in 1980
discovered that, while financial benefits influerjob performance, the relationship is not mediatgd
goal-setting. That means, goal-setting and findnc@entives have independent effect on job pertoroe
(Perry, Mesch & Paarlberg, 2006).

5.10 Reinforcement theory

The psychologist B.F. Skinrfeof Harvard developed this theory. He suggestshbatan behavior can be
influenced through the use of rewards. If the werlvironment is properly designed and employees’
performances are praised, then they are motiv&mdpoor performances if there is any punishménatt t
will generate negative consequences.

5.11 McGregor’s Theory X and Theory Y

In 1960 Douglas McGregor set forth the conceptStafory X and Theory Y, which assumes that there are
different views about human nature. The traditiasgumptions about the nature of peoples are iedlird
Theory X which states that employees dislike wonkl avill function only in a highly controlled work
environment where managers must coerce, contrdl ttmeaten employees to attain organizational goals
On the other hand, Theory Y states that employeesesponsible and feel work as an important pfart o
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their lives. If they get personal rewards, theyl wibrk toward organizational targets. Theory X arteory
Y have increased the importance of social factotheé organization for motivating employees.

5.12 Theory Z

After studying business practices at American aahdese firms in the 1970s, William Ouchi proposed
Theory Z. He observed that businesses of thesetwnotries are dominated by two different management
systems. In Japan most of the firms were charae@my group discussions in taking decisions,itifet
employment, collective responsibility for the outoes, slow appraisal and promotion, and employees we
treated as people. Ouchi termed these firms as dyfiens. In America type A firms dominated, which
offered short-term employment and decisions wekertandividually so that responsibility for outcosne
goes to that person. There employee evaluatiorpeosrdotion were rapid, and employees were treatgd on
as employees. From this research he suggestethéuay Z which sets between type A and type J jpest

is best for American business.

5.13 Fifty-Fifty Theory

According to John Adair’'s perception people motvahemselves by fifty percent and from the
environment they are motivated by the remaininty fiercent. This environment includes work condisio
colleagues and especially leaders. The Fifty-Fiftg recognizes that leaders have a key role inénting
motivation of employees at work. The relationshiptween leadership and motivation is crucial to
determine employee’s motivation. But leaders alcaenot motivate the employees fully as they aré sel
motivating in various degrees.

These are the challenges that management facesintalate employee motivation with the work
environment. (John 2007, 38-41).

6. Money as a motivator

The primary objective of employees is to earn fduregéter life. Money is an extrinsic reward andande
used to influence employees’ behavior (Darmon ()9EAtrinsic rewards are granted by another indigid
and can include salary, fringe benefits, and s¢koritner, 2005). Rudolph and Kleiner (1989) andaBu
(1986) described these rewards as those basiciatatguirements which management must meet for the
employee. These rewards can vary in type and scgpending on place of employment. Organizations
that reward their members in accordance with pevémrce typically experience fewer problems than
organizations that do not. (Muczyk, et al.1984)nBses, as extrinsic rewards, can be a good tool to
motivate workers for better performance (Grovesletl994; Laffont and Tirole, 1996). Dauten (1998)
illustrated that employees are best motivated lrgathem bet on their own success. When managemen
ties their performance in with their bonuses, tteke it as a challenge to generate greater perfarenfor
receiving bigger financial reward. Money is impaotttabut it is not the ultimate tool for motivatioRor a

lot of people, the feeling of being recognized aatlied appears more important than money (Laur®¥ 20
p.255). Leadership, career development, and fliilaire what are critical for motivating and maiiwting

a productive workforce. Stajkovic and Luthans (2088jued that feedback combined with money and
social recognition produced the strongest effecfobrperformance. Nelson (2003) believes the gbitit
money to serve as incentive is diminished as moypetavards are viewed as a right rather than angwa

7. Techniques for increasing employee motivation

Now-a-days money alone cannot motivate employeesarfety of techniques are used for motivation.

Many intrinsic rewards other than money work ascpsjogical incentives (Rudolph and Kleiner, 1989).

These rewards may be expressing, thanks, providmgs, job rotation, job enlargement, managemgnt b

objectives, and so on. Employees who are motiviateichsically enjoy performing job-related tasksich

as influencing customers and learning about thepemy (Sujan, 1986, p.42).Several techniques for
increasing employee motivation are described below:
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7.1 Open-book management

In open-book management, the firm trains all empésyto interpret key performance measures thattaffe
the firm's profits and value. Workers understandvhthhey can contribute to the firm. Management
delegates some power to the employees for takioigidas. For their contribution in attaining gotiey
receive compensation.

7.2 Job enrichment

The work itself can motivate employee behaviothd conditions for the work are attractive and tivea
(Cuendet, 1996) and the responsibilities are cotigtaenewed by the management, employees will be
motivated. Such an example is job enrichment thatides employees with more variety and resporigibil

in their jobs. Employees gain new skills and géetier understanding about the organization. Jabbea
enriched by allowing the employees some authonitglécision making, encouraging their participation,
providing feedback on their performance, and inig\them in analysis of challenging tasks.

7.3 Empowerment

Employee empowerment is a process by which indalidu group capability is improved to enable them t
take fruitful decisions. Many organizations todag aising employee empowerment as a motivational
technique to increase its productivity. Through emerment employees get the opportunity to attain
intrinsic rewards from their work, such as a greasense of achievement and a feeling of
importance. Motivated employees give more effortattain organizational as well as their own goal.
When decisions require task-specific knowledges¢hon the front line can better identify problerims.
such situation empowerment works well.

7.4 Flexible Work Schedules

Flextime is a work schedule in which employeestliseir own work hours within set boundaries. Thfi
allows each employee to choose arrival and depattore on the job and establishes a fixed timehef t
day when everyone must be at work.

7.5. Flexibility in incentives

If employees are allowed to choose their own ingest they get motivated and perform well (GreeB®0
For example, if there is an option that they calectecash, or a customized trip, or even a holidsya
reward, they feel it convenient for them to makepar utilize of the benefit and get energizes tdgom
better.

7.6 Behavior modification

In this system positive rewards are given to enagerdesirable actions and punishments for undésirab
ones, though research has shown that the pos#inéorcements are far more effective. Experts ssigge
that management should reward quality, loyalty, pradiuctivity.

7.7 Employee ownership

Under employees stock ownership plans, or ESOPB\pabpies give shares to the employees. The
employees perform better because they own the cmynpad if the company flourishes they will get
benefit directly.
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7.8 Wellness Programs

Different wellness Programs like stress reductibealthy eating and living clinics, weight-loss and
smoking-cessation programs, exercise facilitiessgage breaks, and health screenings etc. in wade pl
can boost up employee performance (Kreitner, 2005).

7.9 Online servicg

Through online services employees can work stagingome either all of the time or for a portiontioé
workweek. They can set their own hours and comnat@iby using internet, fax machines, voice mall, ce
phones, and email.

7.10 Teams

A team is a group of workers performing togethenasiit to accomplish a common objective. Withia th
team, each member has a role to play. In additaie team leader role, various members may play th
task-specialist roles. In a team every membergeter to one another and sometimes there arif@snal
relations among them. As they have one common goay, put full effort for the accomplishment.

8. Conclusion

Workforce is an important and inseparable partrghpization. Productivity mostly depends on quedifi
workers. So boosting employee behavior means gtrenipg employee performance and ultimately
benefiting the company. To strengthen performarifezing only monetary rewards cannot be a usefol. to
Sometimes these rewards can work negatively. F@mele, when employees see that a drop in
productivity results in monetary incentives foregurn to normal productivity levels, they may rejeely
reduce their performance. At present day emplogessless emphasis on monetary rewards and put more
value to their professional development. If the pany nurtures the growth and development of emgleye
they will positively work for the company. By créad a sense affiliation within the organization,
management can ensure higher levels of productanty a higher retention rate. There is a closdioala
between motivation and retention of employees endiganization. Demotivated and frustrated emplsyee
typically leave the job which has a negative impatproduction. Money is not the ultimate solution,
Rather job enrichment, affiliation, and even simpipressing thanks can motivate employees andrfoste
their performance.
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