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Executive Summary
The report has aimed to critically evaluate the concepts of Elton Mayo regarding the aspect of employee motivation and analyse how it has contributed to the theories of Maslow's Hierarchy of Needs, Herzberg's two-factor theory and social systems theory applied in organisations. This has been carried out by evaluating how Mayo's work on employee motivation has contributed to concepts of these three theories, identifying the gap in application and suggestion of alternatives in the report. The work of Elton Mayo has been noted to emphasise on the concepts which were derived from Hawthorne experiment done to understand about human relations in industrial civilisation. These results analysed led to the various key concepts in Maslow's, Herzberg's and social systems theories.
According to Mayo's work, it has been found that the employer should understand the human complexity and behaviour pattern at the workplace. This includes the identification of the employee's needs and requirements, the provision of a motivating environment for work along with the implementation of group norms and behaviour pattern at the workplace when providing employee motivation. The said aspects of Mayo's work has been noted to contribute to Maslow's Hierarchy of Needs, which help in identifying worker's needs, provision of motivating workplace contributing to Herzberg's two-factor theory and group norms and employee perception leading to social systems theory for motivation. Organisations such as Tesco and Kellogg have implemented this in their companies. However, still, certain gaps in the application of the concepts have been noted in today's workplaces leading to issue of employee retention in companies. Therefore, application of Taylor's motivational theory could help the employer to better understand the human complexity as suggested by Elton Mayo to overcome the issue of employee retention in the modern organisations.
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[bookmark: _Toc513133597]Introduction 
Employee motivation refers to the energy level, creativity as well as commitment of an employee that enhances the performance of the entire organisation. Employee motivation is an essential component within an organisation which is required to increase the involvement of the employee's and enhance employee’s performance. The present report deals with various theories related to employee motivation in order to evaluate the effectiveness of the theories. The research questions that are used to accomplish the present report have been clearly described followed by a small description of the aims as well as objective of the present report.
The report represents a critical evaluation of various theories including the Elton Mayo’s theory, Maslow’s theory, Herzberg’s hygiene theory and social system theory in the literature review part. Followed by a critical evaluation of the each of the theories related to employee motivation an evidence based argument has been made in the research report regarding each of the theories linked with suitable examples. The report ends with a short conclusion developed on the basis of the entire research report followed by suitable recommendations for appropriate application of these theories within an organisation. 
[bookmark: _Toc513133598]Research Questions 
The entire research is based on 3 questions which have been identified in respect to achieve the desired aim and objective of the present research report. The desired research questions are as follows:
· How does Elton mayo’s theory contribute in the formation of various motivational theories?
· What are the issues faced in application of motivational theories within an organisation?
· What are the solutions that can be used to effectively overcome the gaps in application of motivational theories in respect to reduce the attrition issues in an organisation?
[bookmark: _Toc513133599]Aim and Objectives 
The aim of the present research report is to critically evaluate the ways in which Elton mayo’s theory contribute in the formation of motivational theories related to employee motivation.
The research objectives on which the entire research report is based are as follows:
· To evaluate the contribution of Elton Mayo’s theory in the formation of management theories related to employee motivation
· To analyse the gaps based on the application of motivational theories in the workplace
· To suggest suitable solutions in respect to overcome the gaps recognised due to the application of motivational theories to overcome attrition issues in organisations
[bookmark: _Toc513133600]Literature Review
Employee motivation is known to place a major role in the retention of the employees in the workplace. The rise of industrialization had resulted in the rising issues of employee-related problems in the operations of the company. One such problem had been that of employee motivation in the company. Elton Mayo's work regarding employee motivation was mainly found to deal with the aspect of the motivation of the employees based on group norms through which the employees were noted to be motivated and work in the organisation. According to Hamel and Breen (2007), this has been done through the aspect of performance management to see to the matter of employee motivation and retention of employees at the workplaces all across the UK.
Social system Theory
However, it has been pointed out by Maitland and Thomson (2011) that, the work of the current workforce has undergone a change as compared to the previous workforce who arrived in towns and cities during the industrialisation era. Women now comprise 40-50% of the employees in the organisational groups. Furthermore, the employees in one department have been noted to synergise their functions with that of the other departments. This concept in the group norms in Elton Mayo's work on employee motivation has contributed to the concept of social systems theory of employee motivation.
Regardless of such an opinion, it has been noted that this social system theory of employee motivation is however based on the aspect of relations which the employees share with the other workers in the workplace team, including that which they share with their team leader and department managers. Despite such a concept, which led to the formation of social systems theory of employee motivation in the industrial civilisation period, Mayo (2014) argued that the application of the said theory was not based on human relations at the workplace alone. It also depended on the issue of the application of logical method used by the human resource management (HRM) professionals at the workplace to overcome the issue of employee motivation. Hence, if rewards of recognition were provided to a team member, the decision had to be taken based on logic and evidence of performance appraisal regarding the mutual dependence and contribution to the group and department in the organisation.
This fact has further been agreed to by Williams (2007), as per whom, it has been noted that, Elton Mayo's work on employee motivation was noted to contribute to the concept of social systems theory of employee motivation. This was done with the help of Hawthorne experiment which was conducted to study the aspect of human relations. According to the said researcher, it was noted that positive human relations at an organisation are a contributing factor to the motivation of employees since it provides the employee with a positive social work environment and develops a mutual understanding with other group members in the department and organisation as a whole.

Figure 2: Elton Mayo's Concept
(Source: Jensen, 2018)
According to Busse et al. (2018), the social systems theory of employee motivation not only motivates the organisation but also creates a feeling of responsibility within the employees. This feeling results in the mutual dependence and synergy of functions in the organisation as allocated and managed by the manager in the companies. The company of Kellogg's has been noted to use the concept of Elton Mayo regarding this very application of social systems theory through the application of communication between groups and departments within the organisation. This fact of communication in human relations and employee motivation is seen to by not only the organisation management but also by the brand and operational management along with the HRM professional in the company (Kellogg, 2018).
Regardless, it has been argued by Jensen (2018) that, friendliness and relation in the group of employees have led Mayo to contribute to the crux of the various concepts regarding social systems theory in employee motivation. It has been noted that it was through the results which were evaluated and understood through the Hawthorne experiment to study the aspect of a human relationship that Elton Mayo could contribute to this particular theory by the understanding of organisational commitment among the employees. The employees in the organisation were provided with more freedom as compared to earlier days. Moreover, the HRM professionals and the seniors in the management made the workers feel as if they belonged to an elite group in the organisation. This kept them motivated and committed to the goals of the organisation, preventing employee turnover in the company.
It has been, however, portrayed by the opinion of Donka et al. (2015) that, this was managed by the various policies implemented in the different groups by the HRM administrations and managers in the organisation. The works of Elton Mayo regarding employee motivation have been stated out here on the concept of the group behaviour and human complexity when it comes to reception of the motivating factor in the company. According to the opinion of Mayo, the social hierarchy within an organisation can become an obstacle to the communication of needs among the workers. This would result in the labour force to not be motivated enough as per the social systems theory of employee motivation. 
This has been supported by the statement of Madsen and Hasle (2017), where this has been only seen to be possible when the manager in the organisation gets to the soft side of the employees regarding the application of the complex concept of human relations as studied in the Hawthorne experiment done in Mayo's work. The concept of Elton Mayo has been implemented in the aspect of social systems theory of employee motivation when it comes to the provision of social remuneration for the employees within the company. This, in turn, results in the recognition of the merit of the worker in the organisation. The application of such concept of Elton Mayo's work of employee motivation in the application of this motivation theory within the organisations of the UK has in turn, resulted in the provision of professional education and prospect of rewards which is expected by any employee to feel a part and ultimately be committed to the group when it comes to the organisation.
The HRM managers and the professionals within the organisational group are responsible for the application of synergy and interdependence in functions between the group members as noted in the study of Elton Mayo's work of employee motivation. This has been noted to be possible only when the companies such as Virgin Airlines and Kellogg apply the aspect of communication within the group regarding what functions are required to be carried out by integrating the functions of various departments within an organisation. As argued by the opinion of Arogundade and Arogundade (2015), it has been noted that, the practices of employee motivation as stated in the social systems theory and the results works of Elton Mayo's work and concept of employee motivation have involved the use of not professional empowerment, but psychological empowerment to the labour. This, in turn, has resulted in the rise of communication to cater to the human complexity in human relations which are kept in mind, when motivating the workforce in firms.
According to the opinion of Meister et al. (2010), it comes to light that, the works of Elton Mayo in relation to employee motivation have been applied in the case of Virgin Airlines, especially when it comes to the application of counselling within the said organisation. This has resulted in the said company to shift the management of thinking which has been noted in the case of social system theory. The concept of Elton Mayo has hence, contributed to the social systems theory of employee motivation in the case of the said firm.
Herzberg’s Two Factor theory
It has been even noted that the work of Elton Mayo has noted in the contribution to the theory of Herzberg’s Two Factor theory of employee motivation. According to the work of Kwok (2014), it has been noted that Herzberg's two-factor theory of motivation is based on the concept of intrinsic and extrinsic factors in employee motivation. This has risen from the aspect of internal and external motivation provided to employees as stated in Mayo's work on employee motivation. The application of such concept has been observed in the case of the organisation of Tesco, the UK where, it has come to light that employees at the said retail organisation are kept motivated with the use of factors such as communication, teamwork, interest in others, wellbeing of others, ensuring interest in work and involvement of workers in decision-making (Tesco, 2018).
This has been further supported by Kian et al. (2014), as per whom, it has come to light that, employees are known to receive their motivational packages from their contribution to or due to the participation, which they show more productivity in output of the various operations in the company should they be provided with more than merely financial increments which would be provided to the employees to motivate and enhance the performance level of the employees in the organisation. As seen in the case of Tesco, this has been implemented through the provision of professional training, performance feedbacks, leadership training and strategic career planning to keep the employees motivated in the company (Tesco, 2018).
However, Kian et al. (2014) have even argued that this does not end here when it comes to the contribution of Elton Mayo's work in the field of Herzberg's two-factor theory of employee motivation. It should be noted that the concept of worker's perception regarding the motivation being provided also plays a major role in the application of employee motivation at the workplace. As per the opinion of Natarajan and Palanissamy (2015), it has come to light that, employers and HRM practitioners in organisations like Tesco implement the knowledge of Elton Mayo's work on employee motivation in order to apply Herzberg's two factor theory and see to the implementation of respecting the opinion of employees when making decisions. This is implemented in the case of Tesco when the HRM practitioners are known to apply this Mayo effect in Herzberg's theory when making a personal development plan and keep the employees motivated and committed to the goal.
According to the argument of Gambo et al. (2017), it has been noted that the companies all over the UK are known to understand the contribution of Elton Mayo's work on employee motivation in the intrinsic factors and extrinsic factors which comprise the two-factor theory of Herzberg applied in all organisations. The motivators and hygiene factors concept in Herzberg's theory has mainly been derived from this concept of internal and external factors which have been proposed by the work of Elton Mayo, where worker's perception of the work environment plays a major role in the application of motivating factors in employee motivation.
Jenson (2018) has been noted to support this very factor in which, the employees are motivated in the company with the intrinsic and the extrinsic motivators in the company. The intrinsic motivators would comprise of the rewards which would be provided to the employees in the organisation. This presentation of rewards to the employees due to the good performance appraised would result in the employee to be further energised and motivated to see to the motivation of self when it comes to employee motivation within the organisation. This similarly has been observed in the case of the Kellogg Company, where the employees working at the organisation were kept motivated by the HRM managers in the organisation by the provision of financial and non-financial rewards to the employees to keep them motivated (Kellogg, 2018).
The external factors would comprise of the fringe benefits and the external rewards which would be implemented in the companies to keep the employees retained within the organisation. This provision of motivating factors to the workers by the employer, as has been noted in several organisations would result in the employees to perceive the workplace as a positive one which would motivate to perform better. These external motivators or extrinsic factors applied would be a provision of salary increments as well. This concept of internal and external factors of motivators was kept in mind by Elton Mayo in his work on employee’s motivation, which in turn, contributed mainly to the concept of hygiene and motivating factors as proposed in Herzberg's two-factor theory.
The perception of the work environment as in the case of the study of Madsen and Hasle (2017) has been mainly focussed upon in Hawthorne's experiment regarding human relations which have very much contributed to the works of Elton Mayo regarding employee motivation in the organisation. According to Mayo (2014), if the motivation provided at the workplace is not perceived in a positive way by the workforce, it often results in conflicts and chaos. This leads to the situation of de-motivation for the labour, which in turn, impact the teams working on projects in an organisation. The said aspect has especially contributed to Herzberg's theory where the provision of hygiene and motivating factors results in the provision of a motivating work environment the workers. This, in turn, results in a commitment to work and compliance to group norms as proposed by Mayo in his theory, which has been noted in Herzberg's theory as well.
The foci of Mayo’s concept on employee motivation have always been on the aspect of labour perception of workplace and compliance with group norms in human relations to maintain the performance of the employees in the organisation. As noted by Tesco (2018), it has come to light that, feedbacks are provided to the people working in the said retail organisation when catering to the provision of a safe and motivating workplace for the employees in the UK. This results in the company to provide the employees with motivating factors like recognition, promotion and growth in the retail industry for its workers. Moreover, it is even noted to implement the provision of say and benefits, status, job security and proper work conditions when providing the workers with a hygienic environment regarding employee motivation.
As has been noted in the concept of Elton Mayo's concepts the lack of provision of a proper work environment could make the employee experience a risk of job security at the workplace. This often results in the issue of attrition within the company. Organisations such as Kellogg and Tesco have been noted to implement this very concept of Mayo through Herzberg's theory which has been done to recognise needs of the employees and logically provide proper motivation to the workers in the company. Moreover, human relations are implemented to make the employees take part in the decision-making activities of the firm. This has especially been seen to be implemented at retail companies where employees are shared with issues such as operational issues, for which they can take part in decision-making process, making them feel responsible and committed to the company (Madsen and Hasle, 2017). This has been observed in the case of Tesco (2018) where, employees are involved in decisions regard menu in the store outlet, making them feel responsible for the provided target and achievement of same in respect to the organisation.

Figure 2: Herzberg's two-factor theory 
(Source: Madsen and Hasle, 2017)
According to Mayo (2014), it should be noted that the works of Elton Mayo always promoted the application of employee motivation in companies through the use of softness in management and understanding the human complexity when dealing with the workforce in the company. This included the provision of enough responsibility to the team members to keep them motivated to work in the organisation. This is the very thing which has been included as one of the many motivating factors in Herzberg's two-factor theory in relation to employee motivation in a company. The provision of proper training and responsibilities allows the employer to recognize the perspective of the employee in the organisation. This aspect of Mayo has been seen to contribute to the concept of employee motivation through workplace environment as noted in the case of Herzberg's two-factor theory.
Kwok (2014) has been noted to argue that, as seen in the results analysed regarding the Hawthorne experiment on human relations, it has been highlighted that the concept of Elton Mayo regarding the provision of a proper work environment has been noted when the understanding requirement of employee motivation in industrial civilisation. This aspect of industrial civilisation often resulted in lack of job security due to rise in the use of machinery in companies. The very factor as analysed in resulted led to the concept Mayo's work on employee motivation, emphasising about the need for the provision of the proper workplace environment, honesty in salary and provision of monetary rewards along with job security for the employees to keep them motivated.
Herzberg's theory has been noted to involve the provision of these very needs when motivating the employees to perform well at work. This as noted in the case of application of Herzberg's theory often results in the implementation of the provision of the creation of a work environment which, respect employees and promotes an increase in output in the work environment. This has been seen to revolve around the locus of worker's perception once again, with respect to the provision of a motivating work environment for the employee. This has noticed in Herzberg's theory is mainly done through the application of policies to cater to the provision of hygiene and motivating factors within the workplace environment.
The said concept of Herzberg's theory has hence, been noted to have originated from the concept derived from Elton Mayo's works on employee motivation. The results derived from the data of the Hawthorne experiment on human relations at the workplace, as analysed by Mayo was noted to identify that several employees have been noted to leave the organisation due to the issue of lack of proper motivating environment. This, in turn, resulted in lack of job security which led to employees leaving the organisation as a whole, due to the negative perception of the said workplace by the employees. This finding of Mayo's work has been noted to contribute to the concepts of Herzberg's theory which are applied in the contemporary work environments in organizations.
Maslow’s Hierarchy theory
Maslow proposed the theory of need which contributed in the process of motivating the employees by fulfilling the employee’s need. The theory of need as proposed by Maslow attempts to determine the various internal factors that influence the psychological behaviour of an individual. As per this theory the unfulfilled demands as well as needs of the employee's motivates them to enhance their performance in order to fulfil their needs. Needs according to Maslow is an element of trigger that influences the individual to perform in respect to accomplish their basic needs (Fallatah and Syed, 2017). For example if an employee is not satisfied with the job environment in which he is working then they go out in search of new opportunity where their needs are fulfilled and they feel satisfied. Thus it can be clearly understood that the sense of dissatisfaction motivates an individual to take certain action in respect to satisfy their need and demand.
[image: ]
Figure 3: Maslow’s Pyramid of Hierarchy of Needs
(Source: Fallatah and Syed, 2018)
According to Jonas (2016), needs are often recognised as psychological or a physiological insufficiencies which leads to the arousal of certain behavioural response. Needs has the potential to convert a weak person into a strong one who will be capable of achieving all the desires irrespective of the barriers and challenges put forward. An individual needs often various on the basis of various environmental factors, time as well as place. Maslow recognised five basic needs such as safety, physiological, self actualisation, social and esteem which motivates an individual to perform certain action in respect to fulfil the recognised needs. The various needs which have been recognised by Maslow have been described in details in the following:
Physiological needs: These are recognised as the basic needs which are essential in order to determine the survival rate of the individuals. These needs are arranged at the bottom of the hierarchy of needs as recognised by Maslow. These needs are identified as the basic needs which are essential for an individual to ensure survival. These needs are recognised as those needs which may cause death of an individual if left unsatisfied. Example of the physiological needs include air, water, food etc. which are essential for an individual in respect to stay alive. For example if the need of air is left unsatisfied then it may lead to the death of an individual due to lack of sufficient amount of oxygen and carbon dioxide. 
Apart from these life threatening basic needs there are certain other physiological needs which does not causes death but often leads to dissatisfaction of individual and hampers the comfort level of the individuals. Thus it is very much essential to identify the physiological need of the employee's in respect to maintain a comfortable workplace environment which satisfies the physiological need of each of the employees. It is the responsibility of the managers to look after the workplace environment and develop a suitable environment that satisfies the need of employee's and increases the employee retention rate within the organisation. The basic changes in a workplace that may leads to fulfilment of physiological needs of employees include suitable working hours, reasonable break hours and sufficient supply of light, air and sitting arrangement. 
Safety needs: These are the needs which are associated with the sense of well being as well as security of the individual. The safety needs are often related to health and financial related safety of the employee's at workplace. The fulfilment of this need motivates the employees to enhance their performance and increases their trust upon the organisation. There are various workplace related hazards and issues which have the potential to physically harm an employee or even lead to reduction in financial support. 
Thus each individual is very much concerned about safety and security which determines the level of effort put forward by individuals in order to accomplish a particular task. Therefore it is essential for the managers of an organisation to successfully implement suitable health and safety act within the organisation in respect to ensure safe working environment for the employees (Kanfer and Chen, 2016). This supports the organisation to ensure safety of the employee's within the workplace and enhances the level of employee retention rate. This need also creates a responsibility on the managers in respect to provide monetary security to the employee's. This also helps the organisation to satisfy the needs of the employees and increase their involvement within the workplace operations. The provision of providing suitable allowance such as bonus, travel allowance, facility of provident fund etc ensures monetary security of the employees which influences them to increase their performance in respect to achieve the objectives of the organisation. 
Social needs:  These needs are often referred to promotion of feeling of belongingness among the individuals which keeps them satisfied and happy and influences them to perform better. Social needs influence the individual to take necessary action in respect to develop close relation with others which increases their friend circle and provides them with the feeling of satisfaction. The absence of the feeling of belongingness makes an employee depressed and hampers the mental ability of the employee's which ultimately reduces the performance level of the employee's. Thus as per this need it is the responsibility of the managers to ensure involvement of employees within organisation which influences them to increase the quality of performance. 
Managers can adopt various strategies that will promote development of an inclusive environment within the organisation which satisfies the social need of the employees (Burrell and Cooper, 2015). The strategy of teamwork and group discussion can be regularly practiced by the employee's in respect to promote cooperative teamwork among the employees. Communication strategies are also essential in creating an inclusive work environment which creates a sense of involvement among the employee's and provides them sense of involvement which enhances their performance quality. 
Esteem needs: This type of need is associated with self respect and esteem of the individual which makes them feel special and motivates them to contribute in the success of the organisation. This type of need enhances the performance level of the employee's which ultimately leads to increase the overall performance of the organisation. Every individual wants to get appreciation and feels pride in gaining respect in the society. This motivates them to increase their performance in respect to gain importance in the workplace environment.
Managers of an organisation can effectively practice certain strategies that will cater the development of respect of an employee within the organisation and fulfil their need of esteem. The strategy of providing reward and appreciation is the best way to meet the need of esteem of an employee and motivate them to improve their performance (Miner, 2015). Managers can also successfully meet the need of esteem of an employee by praising the hard work of an employee and appreciating the effort made by an employee in order to accomplish a particular task. The other forms of appraisal which can be utilised by the employee's to enhance their performance include promotion, reward, incentive, additional responsibility and increment. 
Self actualisation needs: This need refers to the need of an individual to achieve a particular position in life as well as in the work environment. Accomplishment of this type of need provides a sense of satisfaction to the individual which plays an important role in eliminating the sense of depression. Self actualisation fulfils the expectation of employees in respect to achieve the ultimate success of the employee's. Managers also play an important role in fulfilling the need of self actualisation of employees by offering them the opportunity to participate in the decision making process. The involvement of employees in the decision making process provides them an opportunity to keep their viewpoint in front of everyone which satisfies their need of self actualisation (Ritzer and Stepnisky, 2017). Another strategy that can be adopted by the by the managers to meet the self actualisation need of employee's is assigning challenging task based on the efficiency of the employee's. This strategy helps the employee to realise their own potential and utilise their knowledge and skill in respect to accomplish the provided task. The ability to accomplish a challenging task increases the self confidence of an employee and supports them to meet the need of self actualisation.  
[bookmark: _Toc513133601]Evidence-Based Argument 
Lessons learned 
 This report is premised on reflecting upon the influence of Elton mayo’s work on HRM theories. For this purpose, I have critically evaluated major HR management theories such as Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor theory and Social Systems theory. George Elton Mayo had been working on employee motivation. George Elton Mayo was an Australian sociologist, organization theorist and so on. I have come to know about one of the important researches of the great psychologist while doing this report. Mayo had conducted a research in Hawthorne Studies in the 1930s. I think this research is very significant as it highlighted the value of groups which in turn affect the individuals' behaviour in any workplace (Schultz and Schultz, 2015).  Apart from that, I have come across while doing this report that Mayo there was certain factors which affected the performance at every workplace. The factors, such as good teamwork, great communication, interesting as well as non-repetitive work, good communication and so on are significant. As per Elton Mayo, every employee in a workplace can become bored while working if they are given repetitive tasks on a daily basis. This can lessen an employee's motivation level of employees and this can impact the workforce of the company.
Elton had stated that in any company, the motivation level of each employee can be increased if the employees are given importance, freedom for making choices. In addition, the motivation of every employee can be increased by understanding what the social needs of the company are. For instance, in Tesco communication is a very significant factor that helps in motivating all working staff (Businesscasestudies.co.uk, 2018). Communication is mainly done in each company from one-to-one discussion with the company’s managers by utilizing the newsletters, internet and sometimes by appraisals. Even Tesco’s line manager often makes arrangements for a team meeting on daily basis. Every team meeting is held on a daily basis for updating all their staffs that what are going on in the industry and give value awards to them. The value awards are given to any employee from the company to show that company’s higher authorities are pleased with their efforts. This scenario illustrates how communication should be applied in every organization. 
Apart from communication, I have come across some other motivational factors of Tesco. The owner of Tesco Company tries to motivate every working staff by providing necessary training as well as development chances. Each employee can get a chance to be a part of every training session and get leadership training to know the well the nitty-gritty of Tesco organization. Tesco even provides definite strategic planning for setting career for every employee so that the employees can excel in their career (Businesscasestudies.co.uk, 2018). This shows that the Tesco Company follows Elton’s Mayo on employee motivation. 
Elton’s Mayo on employee motivation has contributed to other theories like Maslow’s hierarchy of needs. While doing this report, I have come to know that Maslow’s Hierarchy of needs was discovered by Abraham Maslow. Maslow’s hierarchy of needs gives emphasis on 5 needs of every employee. 5 basic needs include psychological needs, safety needs, social needs, esteem needs and self-actualization need. As per Robertson (2016), in case of psychological needs, basic needs of the employees like food, water, clothing, necessary facilities of life are incorporated. Safety needs include the emotional, environmental and physical needs of every working staff. Social needs incorporate the necessity for affection, love, care and so on. Esteem needs incorporate confidence, achievement, status and power, attention. Self-actualization needs incorporate each necessity for growth, social service, creativity and many others. As per Maslow, people who are working in several business firms, they can become unsatisfied when aforementioned previously mentioned needs of them are not met by their respective business owner. 
Elton’s mayo work on employee motivation has contributed to another theory of motivation that is Herzberg’s two-factor theory of motivation. Herzberg has discovered this two-factor theory of motivation. As per Herzberg, there are certain factors that can give satisfaction to each employee and some job factors can lower the satisfaction level of their working staffs. There are two factors of Herzberg’s theory and they are hygiene factors and motivational factors. Hygiene factors incorporate Pay Scale, organization’s policies and administration policies, conditions of physical working, job security, status and fringe benefits. Such factors are needed in every workplace for motivating every working staff. However, hygiene factors cannot give satisfaction to the employees for a long time (Kuranchie-Mensa and Amponsah-Tawiah, 2016). Motivational factors incorporate a sense of achievement, opportunities for promotion and growth, meaningful work and recognition. Such factors give ample satisfaction each working people to continue their work in the company. 
Elton’s mayo work on the satisfaction of the employees has contributed to social systems theory too. This theory is used in a distinct way in sociology, like a concept and in case of academic theory. The groups working in every institution for making a complete system are known as social systems. Social systems are utilized for doing the identification of relationships that make connections with people as well as organizations. It is stated in this theory that better connections can make a better institution in this corporate world. For instance, public education can be hailed as a social system as it tries to bond people by offering necessary education. 

Application 
Maslow’s hierarchy of needs can be easily applied in each business organization by incorporating new strategies, policies in the workplace. However, any business owner has to incorporate this theory by understanding the needs of each working individual. 
Herzberg’s two-factor theory can be applied in a business organization by making better payment of the working people. In addition, a business owner has to meet all the requirements of the working staffs by doing the implementation of better rules as well as regulations in a company. 
Social systems theory can be implemented in a workplace if a business owner, as well as management team, can make necessary rules to control all business operations. 	
Limitations of theories 
The limitations that I have got of motivational theories are given as follows: 
a. Maslow’s hierarchy of needs: This theory had been focusing on five types of needs only. However, the theory does not state any other need that can be required in the present era by every employee. On the other hand, Maslow’s hierarchy of needs theory isn’t supported empirically as no proper research was done while formulating the theory. The theory is unsuitable for the people belonging to the artistic professions as they can have a wide range of needs which are not there in the theory (Fulk and Connie Yuan 2017). Elton’s mayo work on the satisfaction of the employees has contributed to social systems theory too. This theory is used in a distinct way in sociology, like a concept and in case of academic theory. The groups are working in every institution for making a complete system known as social systems. Social systems are utilized for doing the identification of relationships that make connections with people as well as organizations. It is stated in this theory that better connections can make a better institution in this corporate world.
b. Herzberg’s two-factor theory: The mention of situational variables is not there in this theory. Herzberg has just identified a definite correlation betwixt productivity and satisfaction. However, in the research, Herzberg had given more importance on satisfaction and not on productivity (Bl.uk, 2018). Till date, there lies uncertainty about the reliability of the theory. The definite measure of satisfaction was not utilized while penning down the theory. The Herzberg's two-factor theory is hailed as biased and is the most limiting factor of the theory and Herzberg had not mentioned anything about the blue-collar working people. 
c. Social systems theory: This theory has some limitations. This theory makes use of the old traditional approaches to do business and unite people. This can impact every business organization negatively. 
Alternative solutions 
Based on the limitations of aforementioned motivation theories, the alternative solutions are given as follows: 
a. Maslow’s hierarchy of needs have some limitations. One of the limitations of the theory is that there are five types of needs that are addressed in the theory. However, every employee can have distinct needs and thereby the business owners ought to address other needs like a hike in payment, transportation facilities for those who live far away (Bales, R., 2017). That’s why it is the duty of every business owner to find out that what the actual needs of the employees are. In addition, they have to set new strategies and policies in the company by which the needs of staffs can be satisfied. 
b. Herzberg's two-factor theory of motivation has certain limitations. The business owner cannot be fully benefited by using this theory in every workplace. That's why a business owner ought to consider each situational variable of every working people. Moreover, any business owner has to give more stress on productivity of the business firm. All employees of any company can be satisfied by improving their salary scheme, policies of any company. 
c. Social systems theory: As per Craib (2015), it is not possible to unite every employee in a company by using social systems theory. Just because of this reason, every business owner has to make use of better systems theory in business organizations for satisfying each working staffs. 
[bookmark: _Toc513133602]Conclusion and Alternative Recommendations 
The present research report deals with identification of the contribution of Elton mayo’s theory in the formation of other motivational theories related to employee engagement. It can be concluded from the present research report that Mayo’s theory deals with developing a suitable bonding among the employee's and satisfying their basic needs which helps to increase the level of employee engagement within the organisation. Elton Mayo has made a great contribution in the field of management which influences the development of human relation within workplace in order to effectively manage the employees within the organisation. It was observed from the present research report that the Mayo’s theory also contributed in the development of motivational theories like Maslow’s theory, Herzberg’s theory and social system theory as the theory deals with various factors like communication, employee relation, and various needs of employees. 
The factors dealing with the communication and employee relation development lead to the development of Social system theory which aimed at improving the teamwork within the organisation. The development of open communication strategy and promoting teamwork practices are often utilised by various organisations like Virgin airways, Kellogg's etc in respect to promote employee motivation and properly engage the employee's within the workplace. The other factors that are stated within Mayo’s theory deals with the fulfilment of several  needs of the employee's which ensures satisfaction of the employee's and increases the employee retention rate within the workplace environment. The importance to meet with the need of employees as mentioned in Mayo’s theory lead to the development of Maslow hierarchy theory. This created the development of need of the managers to identify the need of employees and provide suitable environment to meet the needs. This theory promotes the satisfaction level of employees which in turn increases the retention rate of employees. 
The Elton theory also dealt with satisfying the various needs of the employee's and elimination the job dissatisfaction factor. This contributed in development of the Herzberg hygiene theory which consisted of various factors like company policies, supervision, salary, security etc that creates the sense of dissatisfaction among employees. Thus this theory promotes the factor of satisfaction which enhances employee's performance and supports the managers to effectively manage employee engagement. 
The entire theory discussed above focused on influencing the employee's to improve their performance with the use of several means like needs fulfilment, rewards and incentive. Thus, it was analysed from the present research report that application of these theories creates certain issues within the organisation which were critically identified. The main issues that are faced at the time of implementation of these strategies are associated with the lack of proper training and development program within the organisation. The theories discussed above imply a responsibility on managers to develop various strategies that can be effectively used to manage employee engagement. The main limitation of Maslow theory was the absence of motivators of the extrinsically influenced individuals. The concept of offering extrinsic reward does not satisfies with the theory of Maslow as there are certain employees who are not satisfied with their job role but still maintains their performance in respect to obtain external rewards such as promotion, increment etc which provides them with extra benefit (Mone and London, 2018). Another challenge that is faced by the managers in the application of Maslow theory is the identification of the level of need of employee's.  
Apart from the application of Maslow theory managers also faces challenges in the application of Herzberg’s theory as the theory does not focuses at the situational variables. The theory represents a connection in between the satisfaction and productivity but does not clearly describe about the productivity of the organisation. Thus there is a need to analyse the factors that promotes the enhancement of productivity among the employee's. Similar to the application of Herzberg’s theory, there are certain limitations associated with the implementation of Social system theory as it is not effective in overcoming the cultural barriers. The issues that are faced by the managers related to racism and backward population cannot be effectively met with the implementation of Social system theory. Therefore there is a need to adopt various strategies that can be effectively utilised by managers at workplace in respect to overcome the challenges put forward.
Based on the limitations identified with implementation of several motivational theories it can be recommended to the managers that adoption of Taylor’s motivational theory will support them to overcome the issues of employee engagement. The Taylor motivation theory is aimed at improving the productivity of the organisation by changing the payment methods of the employee's. According to this theory the employee's are paid as per the amount of productivity produced from their hard work. This motivates the employees to improve their performance in respect to gain maximum amount of pay which will ultimately satisfy their needs. The theory supports the strategy of providing reward to the employees in form of increased pay (Armstrong and Taylor, 2018). The theory also identifies various other factors like recognising the effort of employees, improving professional skills etc. that can be effectively utilised to improve the performance as well as productivity level of employee's. This theory aims at providing proper training to the employee's which ultimately increases the professional skills and ability of employee's and influences them to perform better. 
Taylor’s theory provides a framework of scientific management of the employees within workplace that are necessary to improve productivity level of the entire organisation. The Taylor’s theory offers managers with a responsibility to regularly monitor the performance of the employees which supports them to develop an understanding of the needs of employees. The strategy of supervision provided by Taylor’s theory helps to overcome the limitation of Maslow that are developed due to lack of identification of the needs level of the employees. Regular supervision is an effective strategy that supports the managers to determine the needs of each employee and fulfil the needs identified. 
The theory emphasises the practice of breaking a large task into smaller ones which will ease the task of employee's to accomplish the task. This theory supports the managers to overcome the limitation that are put forward with the use of Herzberg’s theory which focuses only on satisfaction of employees and does not consider the improvement of productivity. Thus implementation of this strategy of breaking a particular task into smaller pieces influences the employees to perform better and also leads to increase the productivity of employees as well as the organisation. 
The theory also suggests about providing training to the employee's which is an effective means of increasing the skills and talents of the employees. The training session also influences the employee's to perform better which ultimately increases the productivity level of the employee's. The theory suggests an organisation to pay the employees on the basis of task performed by them. Thus, this strategy considers the concept of external factors that influences the performances of the employees (Jaber, 2016). This would support the managers to identify the impact of external factors on employee’s performance and support them they effectively utilise the strategy to manage employee engagement. Therefore, it can be concluded that applying Taylor’s theory will support an organisation to overcome the limitations of motivational theories including Maslow theory, Herzberg theory and Social system. 
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