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12. Job Security

13. Positive Reinforcement

The list of motivators can be endless,
since there is no one solution to getting and
keeping employees motivated. The one key point
to remember is that everyone is different and it
is through communication that managers can
determine which motivators will work best on each

individual.

With management focusing on new and
innovative ways to simulate employee
participation, organizations must take steps to
protect themselves from excessive risks that can
damage reputations, cause fines, and business
losses. These steps include establishing:

1. Diagnostic Controls - to help managers

track the progress of individuals,
departments and strategic goals.

2. Belief Systems - redefining and



communicating the organizations
mission statement.

Boundary Systems - the
organizations brakes.
Interactive Control Systems -
formal information systems that
managers use to involve
themselves regularly and
personally in the decision of

subordinates (Simon 86) .

Effective managers empower their

organizations because they believe in the
potential of people to innovate and add value.

As organizations become more complex, managers
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will inevitably deal with increasing opportunity

and competitive forces and decreasing time and

attention.

Summary

Motivation provides the energy that drive
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the efforts towards completion. Without
motivation, performance will be lackluster.
There is no one solution to the problems of
getting and keeping employees motivated. Every
company is different, every group of employees is
different, and each individual is different from
the other. They key to the solution lies in
communicating. The long term benefit to the
company that masters the skills of its most
valuable resource, its employees, will go the
é@bils of victory, for they will stand as leaders

in the wmarketplace.

Statement of Purpose:

The purpose of this study is to (1)
investigate the theories and methods that have
been used successfully in the past and (2)
provide a manual to assist managers to utilize
the companies human resources, while establishing
adequate controls to organizations so that

management can be confident that the motivators



being used to inspire innovation and creativity
are not exposing the business to excessive risks
or inviting behavior that could damage the

organizations integrity.
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Chapter II

LITERATURE REVIEW

The effectiveness of every business
organization depends, in part, upon the perfection
of the technical processes and equipment employed
by it. Of at least equal importance in a
company’s success is the full utilization of its
human resources. Of particular significance in
this connection is the coordination of effort on
the part of all employed in the organization --
_fibm the mailroom staff to the chief executive --
-to accomplish the purposes of the business
enterprise.

William Hayward and George Johnson, the
authors of The Story of Man'’s Work, point out that
there is one principle that has held good among
workers ever since the day, far back when savage
men still dwelt in caves, when for the first time
two of them joined efforts to move a stone that
was to heavy for one to 1lift. It is the principle
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that the work of the world goes forward most
easily and swiftly when, and only when, all hands
cooperate earnestly and willingly (22).

The recent trend of downsizing organizations
and the mergers of enterprises have had a
traumatic effect on today’s workforce. This
restructuring has resulted in job insecurity, poor
employee morale and reduction of quality in
products and services.

One of the questions asked frequently by
maﬁagers is “How do I become a better leader and
.motivator?” To answer this question one must have
an understanding of motivational theory,

leadership styles and measuring tools.

In studying what motivates people in the work
place, the first lesson is that people are complex
and multifaceted. No one management theory or

motivational theory will have the diversity to
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address all the behavioral complexities of today's
work force.

In 1954, Abraham Maslow published Motivation &

Personality. In this book, he describes a theory

based on the assumption that people exert effort
to satisfy their needs and that once these needs
are satisfied, they are no longer motivated toward
further effort. The key, of course, is related to
timing. Maslow suggests that there is a hierarchy
of human needs and that once a lower level need is
satisfied, the individual can only be motivated by
Ia desire to satisfy the next level of need in the
hierarchy (Maslow 19). Maslow’s needs hierarchy
is follows:

Physiological needs.

; Safety needs

Belonging and Social Activity needs
Esteem and Status needs

Self-actualization, self-fulfillment, and
self-realization need. (24)

U W

Some conclusion’s become apparent from an

analysis of Maslow’s need hierarchy. Needs have a
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priority to the individual; once needs on one
level are at least partially satisfied, he seeks
fulfillment on the next level. The two lower
levels of needs are more or less universal, but
their satisfaction may have different intensities
with each person.

The lower level needs are largely fulfilled by

economic efforts. The individual works for enough
money to exchange for the food, clothing, and
shelter he believes necessary. As he becomes
'ﬁééivated by higher level needs, social effort and
behavior become entwined with economic efforts.
Maslow’s needs approach has been considerably
modified by Frederick Herzberg in his book, The
Motivation to Work. Herzberg’s research purports
to find a two-factor theory of motivation
(Herzberg 10). In one group of needs are such
things as company policy and administration,
supervision, working conditions, interpersonal

relations, salary, status, job security, and
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personal life. These were found by Herzberg to be
only dissatisfiers and not motivators(19). In
other words, if they exist in a work environment
in high quantity and quality, they yield no
dissatisfaction. Their existence does not
motivate in sense of yielding satisfaction; their
lack of existence would, however, result in
dissatisfaction. Herzberg called them
maintenance, hygiene, or job context factors (22).

In the second group, Herzberg listed certain

_séiisfiers -- and therefore motivators -- all

related to job content. They include achievement,
recognition, challenging work, advancement, and
growth in the job. Their existence will yield
feelings of satisfaction or not satisfaction (not
dissatisfaction) (26) .

Adding to the important theories in this field
Victor Vroom in his book Work and Motivation,
developed the expectancy theory of motivation
(Vroom 14). Enlarging on the concepts of Maslow

and Herzberg, he interprets motivation as a
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process in which behavior is conducive to the
attainment of “outceomes.” Vroom'’s theory may be
stated as

Force = Valence X Expectancy

Where force is the strength of a person’s
motivation; valence is the strength of an
individual’s preference for an outcome and
expectancy is the probability that a particular
action will lead to a desired outcome (21).

An example might be an employee who desires a
_ﬁ%émotion to a position as a computer programmer.
The conditions for achieving this outcome are
excellent present job performance and voluntary
evening education in computer technology. The
strength of his desire (valence) to achieve the
goal of being a computer programmer is based on
his behavior (expectancy) toward attaining the
goal. If he feels strongly about the ultimate
outcome, he will perform very well on his present
job and take the necessary evening courses to

achieve his goal of promotion to computer



