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The text book defines several theories of human motivation.  Two theories, in particular are Maslow’s Hierarchy of Needs and McClelland’s acquired needs framework, or manifest needs (Griffin et al., 2020).  To begin, Griffin and his peers (2020) described Maslow’s needs in a tiered hierarchy, with the most basic needs at the bottom, and the most important at the top.  The three bottom needs are deemed deficiency needs because these needs include basic, mostly tangible human needs (think food, sex, security, and shelter).  The top two needs cannot be met until the bottom three are satisfied.  That’s why Griffin et al. (2020) explain these needs as the growth needs.  Subsequently, they are more difficult to attain, thus more difficult to measure. 
     McClelland on the other hand only uses three elements to define motivation:  the needs for achievement, affiliation, and power (Griffin et al., 2020). Essentially, the top three tiers of Maslow’s hierarchy.  In short, McClelland said the need for achievement is the desire to accomplish a task or goal.  The need for affiliation is the desire for human companionship, and the need for power is the desire to control (Griffin et al., 2020).
     Examining how the two theories overlap, one can infer love (belongingness) needs are satisfied when an employee has a positive, and professional, relationship with fellow employees, as well as, with management (Stewart et al., 2018).  Sikora (2011) echoes this sentiment, and compares the need to be liked by others, as the need for affiliation. The similarities expound from here.  The need for achievement, or the need to accomplish and exceed goals (Sikora, 2011) most closely relates to the explanation of esteem needs, in that Stewart et al. (2018) explains the need for people to feel capable, or successful in their respective organizations.
     The final, and most difficult to understand is the self-actualization tier (Griffin et al., 2020).  Stewart and her colleagues (2018) explain the top tier as being difficult to attain, and takes active engagement, from both the employee and the employer, in order to meet their full potential.  This overlaps McClelland’s theory of power because a person focused on power needs, will ignore the desire to be liked, will delegate authority, and shape their own environment (Sikora, 2011).  People motivated by the power need, or self-actualization, don’t need money, or position, but rather are motivated by the need to influence others (Sikora, 2011).






Peer Response # 2
Q: Week 1 video (Pink, 2010). What is the difference between satisfaction and motivation, as understood by reference to Herzberg’s (1987) two-factor theory?
A:
Motivation is the set of forces that causes people to engage in one behavior rather than an alternative behavior. (Griffin, Philips, & Gully, 2020) The two-factor theory identified motivation factors that affect satisfaction and hygiene factors determine dissatisfaction. Herzberg developed this theory in the late 1950’s and early 1960’s by studying 200 people and determining their satisfaction or dissatisfaction at work. What Herzberg found was that the dissatisfaction with pay would not be satisfied with higher pay. The study showed that employees may either be satisfied or not satisfied and dissatisfied or not dissatisfied at the same time.
There are two sets of factors that Herzberg as the cause for satisfaction, didacticization or not feeling either of the two, motivational and hygiene factors. Motivational factors like achievement, recognition and control over their work environment were often cited as the cause for motivation and satisfaction. When these factors were absent the result was no satisfaction rather than dissatisfaction. Hygiene factors are the extrinsic factors to the work environment such as job security, pay, supervisors or working conditions. If these factors are considered inadequate, this led to a feeling of dissatisfaction, however if these factors were adequate, it led to a feeling of motivation. (Griffin, Philips, & Gully, 2020) In the workspace the manger should try to eliminate the causes of dissatisfaction. It is only then that working towards employee satisfaction will be achievable.
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