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1.

2.

TWO KEY Myths of Motivation
 

People are not motivated. This myth is not true, as every
living human being is motivated towards something. What
employers are at issue with is that an employee is not
motivated to do what the manager wants him/her to do.
Many employees may only motion through tasks at work
but may stay up all night working on a hobby or as a
volunteer for a charity with lots of passion. * The primary
task of the manager then is to channel, direct, human
energy to the activities, tasks, and objectives that further
the organization’s mission.
Managers motivate workers. Managers do not motivate -
motivation is a truly internal state that self-directs people
toward certain goals and directions.
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(1) The Person-Job-Reward Fit.
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Maslow’s Hierarchy of Needs
Theory:

Theory 1: Maslow’s Hierarchy of
Needs Theory - "Maslow suggested
that we are motivated simultaneously
by several primary needs (drives), but
the strongest source of motivation is
the lowest unsatisfied need at the
time. As the person satisfies a lower-
level need, the next higher need in the
hierarchy becomes the primary
motivator and remains so even if
never satisfied. The exception to this
need fulfilment process is self-
actualization; as people experience
self-actualization, they desire more
rather than less "of this need. Thus,
while the bottom four groups are
deficiency needs because they
become activated when unfulfilled,
self-actualization is known as a
growth need because it continues to
develop even when fulfilled."
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McClelland Needs Theory:
Theory 2: McClellands Needs

Theory - McClelland examined three
“learned” needs: achievement, power,
and affiliation.

 
”Need for achievement (nAch) - A

learned need in which people want to
accomplish reasonably challenging
goals and desire unambiguous
feedback and recognition for their
success."

”Need for affiliation (nAff) - A learned
need in which people seek approval
from others, conform to their wishes
and expectations, and avoid conflict
and confrontation.”

”Need for power (nPow) - A learned need
in which people want to control their
environment, including people and
material resources, to benefit either
them- selves (personalized power) or
others (socialized power)."
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Four Drive Needs Theory:

y y
- "Most organizational behaviour
theories of motivation focus on the
cognitive aspects of human motivation;
four- drive theory is one of the few to
recognize the central role of human
emotions in the motivation process.
According to the four-drive theory,
everyone has the drive to acquire, to
bond, to comprehend, and to defend.
These drives are innate and universal
(hardwired in our brains and are found
in all human beings). They are also
independent of each other. There is no
hierarchy of drives, so one drive is
neither dependent on nor inherently
inferior or superior to another drive.
Four-drive theory also states that these
four drives are a complete set—there are
no fundamental drives excluded from
the model. Another key feature is that
three of the four drives are
proactive—we regularly try to fulfill them.
Only the drive to defend is reactive—it is

i d b h
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1: Skill Variety The degree to which a job requires a range of personal
competences and abilities in carrying out the work.

2: Task Identity The degree to which a job requires completion of a ”whole”
and identifiable piece of work that is doing a a good job
from beginning to end with a visible outcome.

3: Task Significance The degree to which a job is perceived by the employee
as having a substantial impact on the lives of other people
within or outside the organization.

4: Autonomy The degree to which a job provides freedom,
independence, and discretion of the employee to
schedule tasks and determine the procedure to
completing tasks.

5. Job Feedback The degree to which carrying out the job-related tasks
provides the individual with direct and clear information
about the effectiveness of his/ her performance.® Osland  et. al, 2015, Textbook, page #106
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