MOTIVATIONAL THEORIES	4


[bookmark: _GoBack]






Organizational Communication Process
Students Name
Institutional Affiliation
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Introduction
Effective communication within an organization is also crucial in influencing the attitudes of the employees. That is because well-informed employees and external stakeholders tend to have a better attitude towards the organization as compared to poorly informed individuals. Furthermore, communication helps in the organizational controlling process. An organization can communicate the expected behaviors of all the employees in their respective hierarchies within an organizational structure. Employees in every hierarchy are expected to follow certain guidelines and principles. They are also required to follow specific organizational policies as well as performing their duties efficiently.  
Organizations need structures that enable proper communication and employee motivation. An organizational structure plays a great role in determining the behaviors of the employees and how they relate to an organization. The organizational structure can enable the employees in working independently in performing their specified tasks or constrain their behaviors by limiting their behaviors. One of the most important strategies used by many organizations is the motivation of workers. There are various motivational models used by organizations to achieve their goals. 
Maslow's Hierarchy of Needs 
Maslow’s hierarchy of needs involves the five stages of human needs that make an individual feel fulfilled. This model is applied in motivating employees in a workplace and as a way to meet their needs. As presented by Fallatah & Syed, (2018), this model involves various needs in every stage, which is often presented in a pyramid. It shows how individuals satisfy one need before satisfying the next need. The first level involves physiological needs, which are the basic needs that an employee needs to perform their tasks effectively, for instance, the presence of food, drinking water, restrooms, and a comfortable working environment. Employees also need a steady income to afford shelter, food, clothing, and other utilities.
The second stage involves safety. Employees need to feel safe and secure in the workplace. This includes eliminating fears of getting sick or injured at work as well as their professional security, which involves losing their jobs. Providing ergonomic furniture is one of the ways to ensure safety for employees in the workplace. It also involves securing employees from dangerous people and injuries. The third level involves the feeling of love and belonging. Developing interpersonal relationships motivates employees. Engaging the employees in the organizational processes makes them feel engaged and motivated. Companies can employ social activities outside the workplace to increase employee engagement and build relationships. 
The fourth level is esteem. Employees need to feel that their efforts are contributing to the success of the organization, and their efforts are being recognized. That is because an employee improves in terms of confidence and abilities, especially when they receive positive feedback. An organization can improve employees’ esteem by regularly appreciation and recognition of employee efforts. The last stage in this model is the self-actualization. It involves maximizing the potential of an employee at work. An employee at this stage wants to feel that they are doing their best within their positions, in which they feel motivated and continue working for success.  
The second model is the Elderfer’s existence, relatedness, and growth (ERG) which compresses the Maslow’s five levels of human needs into three. This model states that individuals may not follow the hierarchical order of satisfying their needs as they may put more emphasis on one category of needs, and human needs are met simultaneously without a specific order Botha & Venter, (2016). Existence in this theory involves the basic survival of a human being, in which basic needs such as food, water, shelter, health, and security are needed. The theory states that an individual can't focus on higher needs if they cannot afford their basic survival. 
Relatedness in the ERG theory involves an individual’s need to relate to the rest of the people. It involves creating relationships. Individuals feel motivated when they have good interactive relationships with other people. Finally, Growth in Elderfer’s theory involves personal development, creativity, and performing meaningful work. This helps individuals to explore their full potential Botha & Venter, (2016). The theory further states that when one cannot satisfy a higher need, they tend to regress to a lower need, commonly known as the frustration-regression principle. In a workplace, the managers need t understand the various simultaneous needs, as focusing on one need at a time may not motivate the employees. 
The third motivational theory is called the Herzberg Two Factor Theory of Motivation. This theory presents that people achieve their job satisfaction depending on two types of factors; satisfaction (satisfiers/motivators) or dissatisfaction (dissatisfies/hygiene) factors (Ziar et al, 2016). The motivators include such factors as growth opportunities, responsibility, job status, recognition, and performance. The second category of factors; the hygiene factors involves such factors as salary, relationships with workmates, secondary conditions of work, physical workplace as well as the relationship with the employer or supervisors. According to the theory, job satisfaction can be boosted by improving satisfaction factors while job dissatisfaction decreases job dissatisfaction. 
The fourth motivational model is McClellandd’s theory, which identifies three human motivators namely: the need for achievement, affiliation, and power. It states that people will have different behaviors depending on their dominating motivator (Kirmani et al, 2019). People with the need for power will have a compelling need to accomplish their challenging goals, take calculated risks; they seek regular feedback on their performance progress and are likely to work alone. People with affiliation motivator will want to be associated with a group; wants to collaborate rather than competing (Burk, & Wiese, 2018). They also dislike uncertainty and risks and also seek to be liked. The people with power motivators exhibit such characteristics as wanting to win arguments have an influence on others, lies to be recognized, enjoys competition and winning as well as status. Identifying the dominant motivators of members of a team can help the managers to set team goals, communicating as well as motivating and rewarding the team members. Managers can use these motivators to design the job, ensuring that the members fit in their positions, thus motivating them. 
Maslow’s theory of human motivation forms an ideal model for motivation in the workplace. Reason being that, it helps to motivate the workers from their basic needs for survival to the maximum exploitation of their potential. Employees can achieve their goals chronologically without regressing to lower needs as it is in the ERG theory. It can also enable the promotion of motivating factors in the two-factor theory and acquired needs theory, thus making it an all-round motivational model. 
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