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    Topics Covered:

· Definition of Motivation

· The Hierarchy of Needs Theory

· Two Factor Theory

· Theory X and Theory Y

· Equity Theory

· Expectancy Theory

· Model Questions
DEFINITION OF MOTIVATION
Motivation is the willingness to exert high levels of effort toward organizational goals conditioned by the effort's ability to satisfy some individual need.

Motivation is not a simple concept; instead, motivation pertains to various drives, desires, needs, wishes and other forces. Managers motivate by providing an environment that induces organization members to contribute.

THE HIERARCHY OF NEEDS THEORY BY MASLOW
The most well known theory of motivation is Abraham Maslow's hierarchy of needs theory. He hypothesized that within every human being there exists a hierarchy of five needs. These needs are;

1. Physiological needs: 
These are the basic needs for sustaining human life itself such as food, water, warmth, shelter and sleep. Until these needs are satisfied to the degree necessary to maintain life, other needs will not motivate people.

2. Safety needs: 
These are the needs to be free of physical danger and of the fear of losing a job, property, food or shelter.

3. Social needs: 
Since people are social beings, they need to belong, to be accepted by others. It includes affection, belongingness, acceptance and friendship.

4. Esteem needs:
The esteem level represents the higher needs of humans. This kind of need produces such satisfaction as power, prestige, status and self‑confidence.

5. Self ‑actualization needs:
It is the desire to become what one is capable of becoming to maximize one's potential and to accomplish self​ -fuIfiIlment. 
HERZBERG'S TWO‑FACTOR THEORY /
MOTIVATION ‑HYGIENE THEORY
The Motivation‑Hygiene theory was proposed by psychologist Frederick Herzberg. He stated that, there are certain factors that tend to be consistently related to job satisfaction and others to job dissatisfaction. Herzberg named the factors that are related to job satisfaction as motivational factors and the factors that are related to job dissatisfaction as hygiene factors. These factors are described below;

1.Hygiene factors:
Hygiene factors do not motivate people. They simply present dissatisfaction and maintain status. The absence of these factors leads to job dissatisfaction. These factors simply maintain a "ZERO" level of motivation. These factors are:

• Wages salary and other benefits

• Company policies and administration

• Working condition and job security

2. Motivational factors: 
These factors have a positive influence, satisfaction, efficiency and higher productivity. The motivational factors Herzberg found to be the real motivators because they have the potential of yielding a sense of satisfaction. Some of these f actors are;

* Recognition

* Achievement

* Work itself

* Advancement

*Growth
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THEORY X AND THEORY Y:
Doglas McGregor proposed two distinct views of human beings: one basically negative labeled Theory x and the other basically positive labeled theory y. A manager's view of the nature of human beings is based on a certain grouping of assumptions and he/she tends to mold his/her behavior toward subordinates according to these assumptions.

Theory X:

1.
Employees inherently dislike work and whenever possible will attempt to avoid it.

2. Since employees dislike work, they must be coerced, controlled or 
threatened with punishment to achieve goals.

3. Employees will avoid responsibilities and seek formal direction whenever possible.

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

Theory Y:

1.  Employees can view work as being as natural as rest or play.

2.
People will exercise self direction and self control if they are committed to the objectives.

3.  The average person can learn to accept even seek responsibility.
4.
The ability to make innovative decisions is widely dispersed throughout the population and is not necessarily the sole province of those in management positions.

EQUITY THEORY
Equity theory is based on the assumption of some researchers that, one of the most widely assumed source of job dissatisfaction is the feeling of the employees that they are not being treated fairly by the management or organizational system. There are four referent comparisons that an employee can use:

Self inside: An employee's experiences in a different position inside his/her current organization.

Self ‑outside: An employee's experiences in situation or position outside his or her current organization.

Other‑inside: Another individual or group of individuals inside the employee's organization.

Other‑outside: Another individual or group of individuals outside the employee's organization.

Person A
                   Person B

(Input‑output)                                      
(Input ‑output)

Equity theory is based upon the recognition that employees are not only concern of the rewards that they received for their efforts but also with the relationship of their rewards with the rewards received by others. They make judgments of equity or inequity between their inputs and outcomes and the inputs and outcomes of others.

EXPECTANCY THEORY
One of the most widely accepted explanations of motivation lies Victor Vroom's expectancy theory. This theory is based upon the belief that, motivation is determined by the nature of the reward people expect to get as a result of their job performance. People will choose an alternative that would give them the best benefit. There are three important elements in this theory. These are:

1.
Expectancy (E)

2.
Instrumentality (I)

3.
Valence (V)

Motivation = E X I X V

1. Expectancy: 
This is a person's perception of the likelihood that a particular outcome will result from a particular behavior or action. This likelihood is probabilistic in nature.

2. Instrumentality:
This factor relates to a person's belief and expectation that his performance will lead to a particular desired reward. The worker must be confident that such high performances will be instrumental in getting desired rewards.

3. Valence: Valence is the value a person assigns to his desired rewards. .He may not be willing to work hard to improve performance if the reward for such improved performance is not what he desires.

So expectancy theory says that, an employee will be motivated to exert Q high level of effort when he / she believes that effort will lead to organizational rewards and that the rewards will satisfy the employee's personal goals.
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