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Employee Motivation Risk Analysis by Culture
Strategies aimed at employee motivation should be based on the culture of that particular market or geographical region. Motivational ideas such as effective communication, appreciation, provision of incentives, encouragement and workload balance can enhance the output and satisfaction level of the employees. However, it is important that these ideas are determined by how the employees of a specific country would respond to them. For a multinational corporation, a universal strategy is not effective because of the differences in each country that they operate in. Employee motivation is equally demanding of unique strategies for every country in order to align with the accepted norms and values of that particular market. 
The style of communication is an important determining factor in how to design and implement an employee motivation policy. A majority of nations in the developed world are low-context cultures in which communication is direct and explicit. Some countries such as Japan and Saudi Arabia are high-context cultures with an emphasis on implicit and non-verbal language (Ramlall, 2004). Appreciation of the work done by an employee may be viewed negatively in one culture and positively in another culture. In the United States and Western Europe, employee appreciation may be conducted in a manner that seems fitting in relation to the achievements of the employee. The employer may choose to award the employee with financial or material rewards such as a holiday getaway or a new car. In high-context cultures, there is extensive value attached to personal relationships and the boundaries that may exist within these relationships. The employer may find it difficult to appreciate an employee with such material rewards in consideration of the message it would send. 
Power distance is another factor that may be a risk factor in implementing motivational strategies across multiple cultures. Most countries in the Western world have a low power distance, with the lower level members of the society or organization considering it their right to distribute power fairly (Ramlall, 2004). In countries with high power distance such as the United Arab Emirates, China and Kuwait, the lower level employees of the organization accept that there is a defined order of power that should not be disturbed. Employers in organizations in countries with high power distance should consider the context and impact that motivational strategies could have on the workforce. Communicating openly with employees, encouraging contributions from employees and providing incentives to increase work output can be met with a negative response from the staff. This is because the employees may feel that intimate or open interaction with their superiors goes against their values and cultural norms. This may result in decreased motivation instead of increased morale. 
Individualism and collectivism are important factors that influence the behavior of employees across different cultures. Countries such as Canada and United States are individualistic while Saudi Arabia and Japan are examples of collectivist cultures. In a collectivist culture, honor is a crucial factor that employees strive to adhere to (Lin, 2007). Employee motivation is therefore not as important in establishing desired workplace behaviors in collectivist cultures as it is in individualistic cultures. While employees in an American branch of a company may be highly motivated by incentives, awards or reduced workloads, employees in a Japanese branch of the same company may be against a similar motivational strategy because of its focus on individual performance. Companies in collectivist cultures need to establish motivational policies that reflect the importance of the employee to the team and the organization in general. It is therefore necessary for employers to reward employees who prioritize the team at their own expense. This could be in terms of meeting organizational goals or behavior during normal activities such as recreational activities and meals. On the other hand, employees in America or Canada should be incentivized by their individual performances. These are individualistic societies in which individuals place highest priority on how their personal output helps the organization (Lin, 2007). Less emphasis is placed on whether this output hinders other members of the organization. Employers in individualistic cultures should appreciate and motivate their employees based on their performance in relation to other individuals and not in the context of an entire unit or organization. 
Employee motivation is a critical aspect of business in the modern world as employees need to be stimulated to perform better or at the desired consistent level. Differences in culture across the world require that these strategies are developed to reflect the differences in cultural values and norms. Power distance, context level and individualism or collectivism values are the key determining factors that will define the success of an employee motivation strategy. 
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