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The topic of Employee motivation in the workplace forms an integral part of the working environment. 
Maslow’s Hierarchy Of Needs Theory still holds true, as the relevant mainstay in today’s business culture. This report aims to breakdown the facts of motivation, and it’s vital sitting within the employee mind-set.
Why is motivation important?
Before looking at the Key elements of motivation in employees, it is important to understand why motivation is so important to both the business and the individual employee. By looking at the impact of good or poor motivation, conclusions can be drawn in order to influence the business and the employee in a positive way. 
what motivates?
There are many different areas that will motivate employees and to a varying degree. As a Manager of any department or company the knowledge of what drives their workforce is a very powerful tool. 
strategies and theories of motivation
Once we know and understand the variety of things that motivate employees we can begin to look at the strategies that have been used to motivate previously and currently in the workplace. 
defining factors
Although strategies can be put into place effectively, it is vital to look at any factors that can affect these. 
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The definition of the word Motivation within a business context is ~ “Internal and external factors that stimulate desire and energy in people to be continually interested and committed to a job, role or subject, or to make an effort to attain a goal.” (Businessdirectory.com, 2014) To achieve this continual commitment there are various strategies and theories that have been devised. 
In 1911 Frederick Winslow Taylor pioneered a system of objective analysis, and how to do the job better, faster and cheaper; by employing “the one best way.” Approach. (Tee L. Guidotti, 2011) “Taylorism” has been highly credited and instrumental in the evolution of employee and resource management strategies. Opponents have often resisted the systems set out by Taylor, stating that they only favor the employer. Other theories aim to put the employee’s needs and desires at the forefront of their methodology.
Behaviours reflect who we are, what we believe in, and how we feel. They affect performance more than any process or content. (Wong, 2007) Motivation alone is not enough for someone to perform well at a given task. The environment in which that task is given is of equal importance. As individuals we all strive for different things, and achieve them in different ways. Throughout this report we have briefly gone through the “whys” and “what’s” of motivation. Here we will touch briefly upon the numerous theories on “how” motivation can be achieved. And the key elements are establishing the needs and wants of the individuals to improve employee performance.
Performance = Motivation x Ability x Environment


There are four main needs based theories, and Maslow’s Hierarchy of needs is the most prevalent and widely acknowledged in today’s society. Abraham Maslow’s theory was first published in a 1943 paper entitled “A theory of motivation”. He stated that people had five sets of needs, which come in a particular order; and only once a particular need has been achieved, will the desire to fulfill the next kick in. ([Online], 2014)
Since its inception, Maslow’s hierarchy of need has been flipped on its head, pulled apart, and dissected. All in an attempt to disprove, or improve upon the theories set out. 
In 1972, Clayton Alderfer whittled Maslow's five groups of needs down to three, labelled Existence, Relatedness and Growth. Although elements of a hierarchy remain, "ERG theory" held that human beings need to be satisfied in all three areas - if that's not possible then their energies are redoubled in a lower category. So for example, if it is impossible to get a promotion, an employee might talk more to colleagues and get more out of the social side of work. (Hammond, 2013)
Alderfer’s “ERG theory” is more of an evolution and expansion of the Maslow theory, and places the five steps of need within the three sections of ERG: -
	Physiological
	Safety
	Social
	Esteem
	Actualisation

	Existence
	Relatedness
	Growth


Where ERG differs from Maslow’s theory is in its realization. It does not place one need above the other, or of greater importance. Instead preferring a cohesive relationship and a somewhat fluid evolution. Now this may make it sound more complicated than it actually is, so we will try to break it down in to a plausible scenario: -
An individual who remains frustrated in the failure of growth opportunities within their work life, may defer to spending more time with friends and family, thus their social interactions will grow. With the increased social engagement, self-esteem will also develop, and the impact of these actions will result in personal growth and hold the potential for professional advancement..
So you see, by this example, the relationship and correlation between the sections of ERG is evolutionary and irrespective of attainment. The very factors where Maslow’s theory falls down.
A third theory of motivation is Herzberg’s Two-Factor Theory. According to Herzberg, there are two factors that cause motivation and demotivation in an organisation. According to Herzberg, satisfaction and dissatisfaction are driven by different factors-motivation and hygiene factors, respectively. Furthermore, Herzberg maintains that if the motivational factors are met, the employee becomes motivated and hence performs higher. (Samuel, 2014)
From a personal perspective, while the theory holds true, it has in my opinion over-simplified the human state and fails to assimilate the multitude of needs and desires of individuals. While short-term corporate goals may be made attainable within the Two-Factor Theory, but the lack of ‘Human’ elements and considerations will only hinder overall ‘Macro-growth’.
Last of the four major theories, is McClellands Acquired Needs Theory. The theory states that as individuals and through life experiences we garner three types of need. These needs are achievement, affiliation or recognition, and the need for power. All individuals possess a combination of these needs, but with one generally being the more dominant. As the needs are established through life experiences, this theory is often referred to as the Learned Needs Theory. With the dominant motivator being largely established through cultural and social interactions. 
Using McClellands theory can help identify key dominators within colleagues. Using this approach can also assist in determining progression routes for employees. It has been widely recognized that those with dominant power needs are hungry to influence others and their environment and as such is seen as an important factor for high level managers and leaders. While those with a dominant need for recognition and affiliation is often seen as a disadvantage, as the need to be ‘liked’ often overshadows the task at hand i.e. critical feedback or disciplinary actions. (Anon., 2014)
A simple method of using McClellands Theory is to assign a task to teams and observe. By observing how the individuals act within the team you should be able to identify the dominant factor in their personalities. Once their respective dominants have been identified, your leadership style and working allocations can be assigned. This will help keep the individuals engaged and enthusiastic,
Aside from these major Need based theories, there are also numerous other Theories that can be used to influence and motivate employees. While we will not be delving in to those theories in this report, it is important that we give due credit and recognize that the ‘needs must’ rationale is not the be all and end all.
Theories like the Equity Theory, which recognizes that individuals are concerned with not only the absolute amount of rewards for their efforts, but with also the relationship of this amount to what others receive. (Ramlall, 2004) Or perhaps the Expectancy Theories, such as Vroom’s. Vroom's expectancy theory, amended by Lawler later on, outlined that employees and managers in organizations would make decisions based on the amount of effort applied, the size of the reward, and the likelihood their effort would lead to that reward. Using a decision tree, Vroom's model could mathematically calculate rewards and likelihoods for a person faced with multiple alternatives simultaneously. (Bennington, 2013) In simple terms Vroom’s theory determines behaviour results from a decision being made out of multiple choices, each choice being evaluated by their respective pros & cons.
Throughout this section of the paper, we have gone through various theories, and touched upon many facets of motivation and decision making. Have given some examples of how they can be incorporated within a working environment, and to a certain extent, introspectively. What we have yet to touch upon are the defining factors and how they themselves have a lifecycle.
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