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Motivation theory is the study of understanding what drives aperson to work towards a particular goal or outcome. Motivational theories are important to business and management because, when an employee is motivated, he or she is more productive making him or her profitable. There are many theories of motivation. The first one is Maslow’s hierarchy of needs theory that states that an individual is motivated when his needs are fulfilled. The second is Hertzberg’s two factor theorythat uses hygiene factors and motivating factors. The third is McClelland’s theory states that every individual has one of the three main driving motivators: the needs for achievement, affiliation and power. These motivators are developed through our culture and experiences The fourth is Vroom’s theory of expectancy that states people will only be motivated if they believe their efforts will be rewarded and their efforts will lead to successful results. The finalone is Porter and Lawler’s Expectancy Theory is based on the supposition that satisfaction is not caused by rewards and that in some cases performance results to reward. “The relationship between performance and satisfaction depends on other flexible rewards.” (In Townsend, 2019)
Using myself as an example, I feel that two theories are effective in motivating me. They include Maslow’s hierarchy theory and Vroom’s theory of expectancy. Maslow’s hierarchy of needs motivates me because I have needs that have to be fulfilled. This produces the desire and the drive which motivates me to satisfy those needs. Maslow’s hierarchy of needs theory is effective in motivating me because it identifies my individual needs of what motivates me thus influencing my performance. First, psychological needs have to be satisfied i.e., need to eat, drink, work, sleep and reproduce. Second is safety needs i.e., protection from violence, health security and financial security. Third is loving and belonging needs i.e., friendships and family bonds, membership in social groups and physical and emotional intimacy. Fourth is the esteem needs i.e., respect and acknowledgement from others and self-confidence. Lastly, are self-actualization needs i.e., skill development, education and winning awards. Vroom’s theory of expectancy motivates me because I believe my motivation is as a result of how much I want a reward, the likelihood that the effort will lead me to the expected performance and the belief that that the performance will lead me to the reward. This theory is effective in motivating me because it is based on self-interest individuals who want to minimize dissatisfaction and achieve maximum satisfaction and also emphasizes on payoffs and rewards. Another reason that makes it effective is because it emphasizes on insights and expectations.
An example of a situation in which a leader used one of the theories to successfully motivate me is in the organization where I work, the manager used Vroom’s theory of expectancy to motivate me. He promised me a bonus if I finished filling all the tax returns before the deadline. The effort required that I work additional hours which was not an issue for me and I valued the outcome which was getting a bonus. I was motivated because the difference on the actual performance resulted to difference in reward. I also believed that my effort will make me finish the filling the returns before the deadline. The manager knew that the bonus will motivate me and the task I was assigned was within my personal skill set.
An example of a situation where a motivational tool did not work is when my boss at my previous organization promised to double my salary if the profits of the company increased. The motivational tool in this scenario was increase in salary. This did not work because of various reasons. The first one was because I did not have a say on what ways to use to increase the profits and how I should approach it but the boss was micro-managing everything. The second one is because I did not have a purpose. I never felt excited working in that company nor did I enjoy it since the boss only emphasized on increasing profits but never made me understand what the company was all about and the benefit it brought to the world. The objectives of the company were not made clear. The third reason was that I did not have opportunities to learn new and challenging things and getting better at them. I was always limited to everyday tasks and not given permission to think about creatively on the company’s problems. The final reason was because the pay-rise was not recognition. Recognition goes a long a way to keeping employees happy. If my boss offered to recognize my efforts towards increasing the company profit, I would have worked hard but he chose to increase my pay which was not a driving factor. Reward by itself was not enough but recognition is much powerful and what I needed. I felt that all the efforts I made were not recognized which demotivated and uninspired me. After all, “money can’t buy happiness”. (In Townsend, 209)
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