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[bookmark: _Toc55871106]Academic report on Equity theory of Motivation 
[bookmark: _Toc57073081][bookmark: _Toc55871107]Introduction 
Equity theory of motivation is presented by Adam that is provoking workers to perform in an effective way. Individuals are viewed as opinions and emotions in this model that is affecting work. Critical evaluation of equity theory of motivation is done in the assignment as it is crucially discussing the ways that can encourage employees to achieve the level of equity. Usefulness of that theory in the modern environment is also evaluated below that can benefit existing business organizations to motivate their employees. 
[bookmark: _Toc57073082]Critical evaluation 
In 1965, Adam presented equity theory of motivation that is to encourage workers to perform well. Individuals are viewed as thoughts, opinions and feelings in this model that influence their work. Adam also proposed that the process of social comparison started with the assessment an individual in evaluation of his needs and requirements of efforts comparative to results. An individual established a cognitive ratio dependent on the inputs of the job and results from it (Al-zawahreh & Madi, 2012). The equity theory of motivation is a theory concerned with the way individuals contrast the skills of themselves to others in the same working condition based on their performance and results. Inputs are the efforts that an individual bring to the company by capabilities, time and knowledge (Davies & Gutsche, 2016). Outputs are the results that an individual get at the end of his efforts. These results can be salary, promotion, rewards and raises. It is the theory that is assuming the motivation of people working in a company is dependent on the wish to be treated on equality. Once the ratio of level of performance and results are viewed equally, equity is recognized as accomplished and there is less motivation to change minds of individuals to work more. If the performance level is less like amount of work or time served for work but the output of result is higher, there is inequality in the workplace (Fellenz, 2015). Inequality is there when the ratio of output to input is not equal to the comparative person. According to Adam, there is equality in input and output ratio of work. If outputs are greater as compared to inputs, they are overpaid and when outputs are less as compared to level of effort, they are less paid. Comparison is the second phase in which an individual compares his input to output ratio to a successful person (Burton, 2012). 
These inequalities provide motivation to the employees so they can achieve that level of equity. Once an employee evaluates that there is difference in level of input and output, he can perform so many things to accomplish the point of the person he is comparing with. They can increase or decrease the performance of results, deform their own or input or outputs of others or can simple alter the comparative person (Ryan, 2015). It is the theory that has been evaluated as the theory of motivation, specifically in terms of alterations in the quantity and quality of input. Individuals working in the company observe performance and efforts of others regarding their work and evaluate their reward system (De Castella & Byrne, 2015). They compare themselves with it. Workers can also compare the ratio of effort and reward to their past work. The comparison can either motivate working individuals if the working environment including its reward system is based on equity and comparison is done on fair basis. However, it can also demotivate individuals in the workplace if the level of input and output is not fair and people are paid less or more as compared to the level of performance they are giving to the company (Fellenz, 2015). Fair circumstances can positively motivate employees to increase their performance level so they can also get high wages and bonuses with promotion. 
[bookmark: _Toc55871108][bookmark: _Toc57073083]Usefulness in modern day 
[bookmark: _Toc57073084]Providing competitive edge 
For successful running and processing of a company, it is required to establish creative ideas and strategies and great effectiveness of performance and motivation to each of the worker of the company is required to accomplish the selected goals of the company in efficient way. It is significant in the modern world also because all of the results of the company are linked to overall performance and results of each of the working individual in the company. Willingness of employees to do work is significant to achieve that can be done by providing motivation to them (Lăzăroiu & George, 2015). They can also get motivated when there is a fair and equal working environment. It can result in great working efficiency of the company. Employees are main assets of a company that are linked to production, processing and delivery of services of a company. Competition among companies in the global business environment is increasing continuously and it is getting significant to consider all of the internal and external factors that can positively influence the business. Employees are the crucial ones in the successful journey of an organization so it is important to satisfy and motivate them for continuous effective working and satisfactory outputs for consumers regarding the high quality products and services (Ryan, 2015). Leaders of large scale working companies are establishing and highly considering different motivational techniques and strategies and applying many of the motivational theories (Haque et al., 2014). 
[bookmark: _Toc57073085]Increasing performance of employees
Companies not only required to deal fast with each of their own rapidly changing circumstances but also focuses to establish best working condition for its employees so they can maximize the motivation level that can improve overall performance of the company. Companies that are aimed to work highly professional and efficient are required to implement motivational theories and to include strategies to listen claims and needs of the employees. Different techniques such as project team working, paid wages linked to the level of performance and incentives and rewards to achieve effective inner service to the workers (Lim & Marc, 2020). Because of competitive factors, employee’s significance is getting more that can increase the performance and profitability level. There are different motivational theories including equity theory of motivation so can provide encouragement to employees so they can perform their duties more efficiently (Lim & Marc, 2020). Different managers acknowledge motivation in different ways but the motivation that is increased by comparison is also a good strategy of encouragement. 
[bookmark: _Toc57073086]Comparative analysis among employees
An individual always do compare himself to others. Let's say, an individual got offer of 2500 pound per month and he thinks it is very good deal and took the job, he will do his job with passion and he will be satisfied with his work. However, if someone else or his acquaintance gets the same job with 3000 pounds with same as his ability/work time/contribution, probably he will not be happy about his earning and job (Ross et al., 2018). Even if he was satisfied with his earnings in the beginning, as soon as he feels that it's not fair or equal treatment, the matter that he gets good paid it will not consider him much, but rather obsessed with other's payment.
The issue in that theory is that an employee started thinking comparatively and starts believing that things in the company are not running fair. People does comparison always within his mind and think regarding the efforts he is doing in the responsibility and the reward he is getting in return. An individual can think by doing this that is not getting fair treatment and that will directly influence the input effort he is delivering to the company (Lim & Marc, 2020). He can get demotivated that can negatively affect the overall performance of a company. The main purpose of theory is to induce the culture in which an individual compares his input and rewards with another one in the same field so he can get motivated and can perform well but even little conflicts and confusions can alter the process and can change the main aim of implementing theory. It can decrease the level of motivation if there are confusions about the rewarding system regarding the input made by a worker (John, 2015). 
[bookmark: _Toc57073087]Encourage employees 
Further, reference is an important factor to relate an individual with the other one in the equity theory of motivation. A worker can compare him with the system, his own previous input and output and with another competitive person in the field. In the system reference, the individual can relate himself with the organization. Worker will overview wage structure, policy and decision making process (Güngör, 2011). Companies are also making significant decisions with the system and strategies of the company for a worker as compared to others. Employees are also considering themselves as the comparison standard that can overall increase the input of a person and motivate to work with more efforts as compared to previous ones so he can get more output. He worked hard according to standard experience and wages and his own requirements. The theory of equity is not only related to absolute rewards but it is also shows interest in rewards of others (Lăzăroiu & George, 2015). A worker does comparison of efforts and rewards of other workers regarding their experience, knowledge and capability over the pay level, rewards, bonuses and promotion. If an employee is feeling unequal over the reward ratio of efforts, he can take tension that can continuously provide him motivation to do more hard work until and unless he started get treated equally to set comparative employee.
It is the theory can be used in the management to improve overall business performance of a company. Monthly paid workers will increase the quality and quantity to feel equitable with tension and enhance their efforts for fair wage portion. If the compensation is made with production quantity, extra promoted employees will have less quality but high quantity only to increase their profit (Mamah & FABIAN, 2015). However, a worker who is receiving payment based on price ratio will increase in effort to achieve equality and this can lead to increased quantity and quality. It has many of the benefits because of which companies can implement it but at the same time, there are also threats that it can cause unfairness because of excess payment (Davies & Gutsche, 2016). However, managers are required to direct and guide employees the ways through which they can increase ease the quality rather than quantity so both of the company and the employees can be in profit. Moreover, motivation is affected not only by absolute reward system but it also influenced by relative reward system. Each time when an individual feel that there is unfair and unequal treatment, he can follow an action to fix the unfairness such as better or reduced productivity or quality, absence from work or turnover (Haque et al., 2014). However, it is significant factor to make workers to feel in equity theory. Putting efforts to implement the theory will not only benefit employees but it will also increase the overall productivity and profitability of a company. 
[bookmark: _Toc57073088]Fair and equitable environment 
The equity theory of motivation is the idea that is evaluating what an individual gets for their work has a direct impact on the level of their courage to perform their duties. Modern companies in the competitive business world can understand the role of equity theory in professional environment that can assist when a company requires assuring that all of the employees are properly motivated and rewarded for their work (Ogolo, 2016). The equity theory of motivation is still holding in workplaces in which employees compare themselves to other doing different roles and earning different wages and rewards. Some employees start comparing them to far more different individual in the company in completely different position such as small or moderate employees can start comparing them with the CEO of the company that is far better in position as compared to a normal working employee. It can completely seem unfair in the individual that can either motivate him to get that position or he can get discouraged in that far distant position (Haque et al., 2014). Workplaces can aware them that the level of input is different among different positions. Employees acknowledge that a CEO has vastly more experience, knowledge and work much longer hours and deal more complexities, challenges and stress. Fairness in a workplace is established in this way in minds of individuals. Further, requirements of individuals working in a company are greater these days because of which they can compare with their needs to get motivation to work more (Haque et al., 2014). It is a great motivational in a fair and equitable environment that can increase their input and so their output will also increase. 
[bookmark: _Toc55871109][bookmark: _Toc57073089]Development of critical thinking and learning from theory 
It is evaluated that equity theory of motivation increases the high levels of motivation of employees in the company and it can only be accomplished when each of the worker in the company is receiving the fair and equal treatment to others. Employees compare themselves to different sources or individuals such the company strategies and system, themselves and others. If they get treated unfair they will adjust their efforts accordingly to set competitive, performing great or low according to their situation either it is positive or negative. They alter the responsibilities related to the group or person being compared. Equity theory can also be evaluated in the modern workplace by listening to the phrases that people use during communication. Most commonly, a worker will compare the responsibility that they are performing to another one who is getting wages more than him (Al-zawahreh & Madi, 2012). Workers compare themselves including their compensations and efforts against someone else in the company. Comparison of compensation is the most common competitor however there can be other comparison forms used such as comparison of learning outcomes, opportunities or opportunities to work from home. A manager of a team or a leader of a company is required to keep some point in his kind that include that employees are measuring the total of all of the inputs against the total of all of the rewards (Ogolo, 2016). It could evaluate that a worker with children has requirements and may accept the flexible working time in return for low wages. Values of individuals are used when they are measuring equality. So two equal employees with equal pay may see each other equality of their situation in different ways. Their perceptions may be different from one another. 
A good manager can manage their expectations well and influence their values. It is obvious that more senior members of a company earn high, there are limits and excessive wages for senior employees can be demotivating for others. Managers of modern companies are assuring that workers with believe of overcompensation must increase their performance. Managers of modern workplace can also reduce the inequality in the organization by changing input or output of the worker, changing in input or output of others or alterations in the perception of efforts and rewards. Modern companies can also implement the theory because once employees feel fairly treated they are more motivated to perform. However, when they feel unfair treatment, they are highly prone to get disappointment and demotivation. Different people measure equity differentially and it is the heart of equity theory (Ross et al., 2018). Equity provides motivated circumstances in which companies objectify to assess using the model that is independent on the level to which a person believes output exceeds input, nor even required on the belief that output increases from effort at all. However, equity and the believe of fairness which most of the time underpins encouragement and motivation is based on the comparison of an employee between his output to input ration the ratio suffered by others that are working in the same situation. 
It is the equity theory that is evaluating that wages and circumstances are not enough to determine motivation. It is theory that applies in the working circumstances and management and it has been seen that there is a fair balance between inputs determined as the level of performance, skills and knowledge and outputs such as promotion, rewards, bonuses, wages and extra value in the company. There is difficulty in deciding a fair balance and the solution is in the equity theory. Significantly, there is measure of fairness and equity by comparing efforts and outputs including other factors of give and take. The ratio of efforts and rewards with the balance or ratio that is liked by other people by comparing through reference points are derived by the assistance of theory. It is crucially meaning that equity is independent of input and output ratio if it is taken alone but once it is taken through comparison, it can significantly evaluate the level of equity in the company and can provide motivation to employees to perform well (Lăzăroiu & George, 2015). It also assists to evaluate the factor that employees are strongly affected by the circumstances including views and gossips of colleagues or partners in the company in developing the personal thinking of equality and fairness in the working conditions. 
Adam’s theory of equity is far more complicated and sophisticated motivational model that is merely evaluating the input and reward at individual level as the actual meaning of equity is related to comparison of an employee with other employees of the company. Their inputs and outputs are compared to clearly evaluate the performance level. The comparison must be done in the same situation so better analysis can be done (Haque et al., 2014). Equity theory evaluates the reason behind the happiness and motivation of employees by their situation one day and yet with no change to their working circumstances can be made very demotivated, if they acknowledge such as a colleague is enjoying a better output to input ratio. It also evaluates the ways that are required for a worker to promote or high wages that can have a demotivating influence on others. Ratio is the most important thing that is significant in the theory as it is the ratio that is causing employees to work with motivation or to lead discouragement. Full time employees compare their circumstances with part time new colleagues who earn less however they can determine the ratio of efforts to results. If the part time employee is enjoying more beneficial ratio, it will have a negative influence on a full time working employee regarding equality that can also influence their personal motivation (Ogolo, 2016). Adam used input and output words to cover overall efforts, sacrifices, investment, knowledge, experience, skills and tolerance a person is delivering to the company and outputs with all of the benefits, opportunities, rewards, promotions and bonuses he is receiving from the company. A complete understanding of equity theory of motivation can assist managers and policy makers to appreciate that while improving terms and conditions of a worker can solve that demands and requirements of him, if the change is evaluated by other person to upset the equity of their own circumstances than the solution can easily lead far more issues than it delivered to resolve. It is the theory that is reminding that people review the way they getting treated in the surroundings and they are required to be treated accordingly. 
[bookmark: _Toc57073090]Conclusion 
The equity theory of motivation is a theory focused about the manner in which people contrast the abilities of themselves to others in a similar working condition dependent on their exhibition and results. It is assessed that imbalances give inspiration to the representatives so they can accomplish that degree of value. The hypothesis is giving consolation to representatives so they can play out their obligations all the more effectively. Present day organizations can likewise execute the hypothesis on the grounds that once representatives feel genuinely treated they are more propelled to perform.
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