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LEARNING OBJECTIVES

By the end of this lecture, you will be able to:

Identify the definition of motivation

Offer insights into reasons why motivation is important.

Provide an overview of the different theories of motivation.
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Introduction
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* Managers are continually challenged to motivate a workforce to do two

things. The first is to motivate employees to work toward helping the
organization achieve its goals. The second is to motivate employees to work

toward achieving their own personal goals.
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Introduction

* Meeting the needs and achieving the goals of both the employer and the employee is
often difficult for managers in all types of organizations. — »-hJsleteo s dlulois sl
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 The types of workers in healthcare sector range from highly trained and highly skilled

technical and clinical staff members, e.g., physicians and nurses, to relatively unskilled
workers.

* To be successful, healthcare managers need to be able to manage and motivate this wide
array of employees. oty 3l e 18 ity 13 ol 005 Bl Bl g0 3550 o s e oS0

S
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MOTIVATION—THE CONCEPT

* a motive is “something (a need or desire) that
causes a person to act.” Motivate, in turn, means
“to provide with a motive,” and motivation is
defined as “the act or process of motivating.”

* Thus, motivation is the act or process of providing

a motive that causes a person to take some 77
action ag opsy Spdadll Mty el Jany
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 What Are Rewards?
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* Rewards can take two forms. They can be either intrinsic/internal rewards
or extrinsic/external ones.

* Intrinsic rewards are derived from within the individual. For a
healthcare employee, this could mean taking pride and feeling good
about a job well done. ot s el S s

Ls Il jsacally ,adll ia giay a8 canall Lle Il Calsge
H H . . s Joe e .
» Extrinsic rewards pertain to those reinforcements that are given by
Leaiad 1 3t el dmy L) SLSISI 3l o
another person.
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* While rewards may serve as incentives and those who give rewards may seek to use themas

motivators, the real motivation to act comes from within the individual. ﬁwﬂyww spaall K
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* Managers can work to provide various types of incentives in an effort to influence an:..i . smi . v e
| WJaadl Jslam i ys
employee in any number of ways, such as rearranging work schedules, improving worfi“” g T
conditions o

* While these may have an impact on an employee s level of motivation and willingness to

bJU.u.w_g 48 64a ulu’A

act, when all is said and done, it is the em onee s’decision to take action or not.

Y alehal Jlxlﬂ_uajll 5158 Ol cdlads s JS U8 s Loie cciyend
* In discussing management and motivation, it is important to continually remember the roles
of both managers and employees in the process of motivation.bb bl s ol sl oo sl sl it e
el dalae (o8 cpdliolly o pall e IS oy
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WHY MOTIVATION MATTERS

la g Dy la Uagis Lacall Dle ) olonie dalgs
Aanaall Gle )l £lal s bl udgs TS 08 @ lal3lls gl o Lol 8aliys cgalaisy ) AL g (ISl Tagant Jio oluat Laall Lilell allss dalss 5 ey cLisyla

8aliy Bagandl wylsll as Jobailly colaie¥ | oo 8uliyg cdancall Doyl Jlas o calalall o Lisns ¢ 1537 Gali Jio cland e 40l Uagis Ll Lauall Lleyll allss dalsy Llals »
skl oSl ylasdg doadl Dole I g Uasiykl o ldggeal

Bk Lty agie by Liaall Gile)ll iloge Y b e

Healthcare organizations face pressure externally and internally.

. Externally, the healthcare system must confront challenges such as the aging
population, economic downturns, increases in market competition, increases in
the cost of providing care, and healthcare reform.

* Internally, our healthcare system faces pressure stemming from challenges such
as shortages of certain types of healthcare workers, increasing accreditation
requirements, dealing with limited resources, increasing responsibilities
connected with providing quality care, and ensuring patient safety.

* As healthcare employees are continually being asked to increase their
responsibilities with fewer resources, managers must create a work environment
in which employees are engaged, happy at their job, inspired, and motivated.
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WHY MOTIVATION MATTERS

* People spend approximately one-third of their lives at work, and managers
need to recognize that the workplace is one of the most important aspects
. . Sseally Janll o agilia & e i Lo ulill gndy »
of a person’s identity. e ‘
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* |n situations where people self-esteenris:econstantly under attack, stress
occurs, morale diminishes, illness prevails, and absenteeism goes up (Scott

& Jaffe, 1991).
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WHY MOTIVATION MATTERS

* Employees who are motivated feel invested in the organization, are happier, work harder,
are more productive, and typically stay longer with an organization (Levoy, 2007, p. 70).

* A motivated and engaged workforce experiences better outcomes and provides an
organization with a competitive edge to successfully compete and be viewed as a
dominant force in the market. it osbanas Balacs ST 2ty kil s L, peaamil] pilasd sty o
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THEORIES OF MOTIVATION Y

. Theories

) v Of

* Psychologists have studied human motivation extensively and have derived a
S0 variety of theories about what motivates people.

N jv
7 * These include theories that focus on motivation being a function of :
1. Employee needs of various types, aclly ey SIS ol o) ) sl el s
. . sl Sy Lo Jsa bkl (e degilie degans
2. Extrinsic factors, and e
3. |Intrinsic factors. i ¢ 131 5o il Slalial ]
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Needs-Based Theories of Motlvatlon- Maslow S

Hierarchy of Needs o
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aslow (1954) postulated a “hierarchy of needs” that progresses from the lowest level needs to the
shest level of self-awareness and actualization.

* Onhce each level has been met, the theory is that an individual will be motivated by and strive to
progress to satisfy the next higher level of need. The five levels in Maslow's hierarchy are:

Physiological needs—including food, water, breathing, sexual drive, sleep

2. Safety needs—including shelter, a safe home environment, emplozment a healthi}/ and safe work

dloally ¥ LIyl Gl Ul elld Los - Lol claliial 2
environment, access to health care, money, and other basic necessities; e
(5 AT sl 5l JUly meall Dl )l sl Jgeaally i

3. Belonging needs—including the desire for social contact and interaction, family, friendship, affection,
and various types of Support. Baskls Blaally § ¥y e laia¥ ! Jelitlly JLas¥ | o8 L yll ell o Lo - oLl slalaal .3
Al oo dalins ¢ 163
4. Esteem needs—including status, recognition, and positive regard; (People need to sense that the? are
valued by others and feel that they are making a contribution t&the world):? == vt i esd it b il sl

«  _ae . . (L) (8 senlows agsl Gapndus 9 AT o)k
5. Self-actualization needs—including self-awareness, personal growth and development, and
Laiilly quan il gailly (SIA geoll elld o8 Lo - &Id) 5a8a8 eilalial 5
autonomy. October 2024 TS CeTemTe =
RPSIR[ICNT



Needs-Based Theories of Motivation Maslow's

Hierarchy of Needs

* The movement from one level to the next was termed “satisfaction progression” by
Maslow, and it was assumed that over time individuals were motivated to continually
progress upward through these levels. Ul "L s s AT o] s 030 Bl il -
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Needs-Based Theories of Motivation- Maslow's

Hierarchy of Needs

(2

= N =
- e, 5
MASLOW'S c3
MORALITY.
H‘ERAR CHY CREATIVITY, Abraham Harold Maslow (April 1. 1908 - June 8. 1970)
Pg:eg‘;gmhs was a psychologist who studied positive

OF NEED s LACK OF PREJUDICE. human quadlities and the lives of exempla-

\Vi s ACCEPTANCE OF FACTS ry people. In 19254, Maslow created the

CSELF— ACTUALIZ ATlON) Hierarchy of Human Needs and
_ - expressed his theories in his book,

Self-Actualization - A person'’s
motivation to reach his or
her full potential. As shown
in Maslow’s Hierarchy of
Needs, a person'’s basic
needs must be met
before self-actualiza-
tion can be
achieved.

ESTEEM

FRIENDSHIP. FAMILY,
SEXUAL INTIMACY

PHYSIOLOGICAL

www.timvandevall.com |Copyright ©@ 2013 Dutch Renaissance Press LLC.
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Alderfer's ERG Theory .\.
V—
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* The three components identified by Af%:l”e'?*ﬂe'f"(1972) in his ERG theory drew upon
Maslow's theory but also suggested that individuals were motivated to move forward and

backward through the levels in terms of motivators. He reduced Maslow's levels from five
to the following three:
1. Existence—which related to Maslow's first two needs, thus combining the physiological and safety
needs into one level; Cotells Snyemallcns danll s sl e e Sl 1 sl
2. Relatedness—which addressed the belonging needs; and e
3 5 teladl clalial Jobs @il - Lils,yl .2

Growth—which pertained to the last two needs, thereby combining esteem and self-actualization.
DI 3 el s cang oIl (pien Y Gpinlalls sl 51 - st 3

* Alderfer also added his frustration—regression principle, which postulated that

individuals would move in and out of the various levels, depending upon the extent to
. . . Of oasdl Gl lana¥ ] fuwe - ddalin) LaaT 8,007 Cilad »
which their needs were being met. R | .
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Alderfer's ERG Theory

Existence

Physical and Material
Needs

Satisfaction/
Progression

<

Frustration/
Regression

Satisfaction/
Progression

Relatedness <

Frustration/
Regression

Social interaction and
relationships

_

Growth

Self-esteem and Self
Actualisation

\
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Herzberg's Two-Factor Theory

ol ol @i3es shesle olalial 4k wlae (2003) £ 50358 *
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* Herzberg (2003) further modified Maslow's needs theory and consolidated down to two
areas of needs that motivated employees. These were termed:

1. Hygienes—These were characterized as lower-level motivators andJanIuded for

Iwu|_)m uLﬁa - el q

example, “company policy and administration, supervision, mterpersonal relat|on

Ml syl Lyl s Sl
working conditions, salary, and security” (p. 5).(Job context) T

Sl ss 2 22, Motivators—These emphasized higher-level factors and focused on aspects of work, such

e as “achievement, recognition for achievement, the work itself, responsibility, and growth or

eyl CilieY s Glasy " Jie

S i o advancement” (p. 5). (job content).

"‘AJE:JI

* Herzberg's is an easily understood approach that suggests that individuals have desires
beyond the hygiene's and that motivators are very important to them.

Sl ol a8 0T (] et 4agd S s 50 & 3000 0
o] LIl an Fage l3aall Ty wllaill (J) BLAYL
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Herzberg's Two-Factor Theory

' Motivator Factors

Sense of Personal Achievement
Status

Recognition
Challengingistimulating YWork
Responsibility

Opportunity foradvancement
Promotion

Growth

Salaries, Wages & other Beneftils
Company Policy &Administration
Sood inter-personal Relationships
CQuality of Supervision

Job Security

YWorking Conditions

WorkilLife Balance

00000 O0CO
00000 OCCO

When in place, these

A st When in place, these
factorsre=ultin...

factorsresult in. .

« General Satisfaction
= Prevention of Dissatistaction

High M otivation
High Satisfaction
Strong Commitment

LSRN

October 2024 18



Herzberg's Two-Factor Theory e
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* In 1975, Rogers summarized Herzberg's two-factor theory as follows: “In
other words, adequate salary, good working conditions, respected
supervisors and likeable co-workers will not produce a satisfied worker;
they will only produce a worker who is not dissatisfied. However, their
levels must be acceptable in order for the motivation factors to become
operative. In other words, like medical hygiene practices, they cannot cure

an illness, but they can aid in preventing it”
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McClelland's Acquired Needs Theory
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« The idea here is that needs are acquired throughout life. That is,

needs are not innate but are learned or developed as a result of

one's life experiences (McClelland, 1985). This theory focuses on
three types of needs:

- —

2. Need for affiliation—which focuses on the desire for iy sle 5555 gl - 5aidl )l dalad
relationships and associations with others; and IR ERRRTNEJI
b L)l e 353 G - el Gl dalsdl 2

35 oAl g Sladally o lsdall

1. Need for achievement—which emphasizes the desires for
success, for mastering tasks, and for attaining goals;

3. Need for power—which relates to the desires for responsibility
for, control of, and authority over others.

bty slas Gl - dbledl I dalall 3
JERRWRY
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Extrinsic Factor Theories of Motivation
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Reinforcement Theory | ; B T
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* B.F Skinner (1953) studied human behaviour and proposed that individuals are motivated when their behaviours are reinforced. The
first two are associated with achieving desirable behaviours, while the last two address undesirable behaviours:

1. Positive reinforcement—relates to taking action that rewards positive behaviours;

o LSl 1S5 Sle ] SA3L Bl - pulad 5531 1
2. Negative reinforcement- anything that strengthens and increases behaviour by the withdrawal or removal of unpleasant
consequences. Sl 2 A 1 s 3ok e dsliadl e w5 Gk o (5T - (ol 331012

. . . . 8 gall .
3. Punishment—Punishment is the act of causing an unpleasant conseﬁﬁ’énce to a response to prevent the person from repeating that
behaviour. Placing an employee on suspension for excessive absenteeism is an example of punishment.
3510 e parill Gl Gl 85l e ol (o sl Jad s Glaall - G133
coliall gle YEis oyl sl s Cilagll 8l aa gbead]
4, Extinction—Eliminating any reinforcement that is maintaining a behaviour is called extinction.
oLV sl ole Ladlay 5500 6T ole cLalll ganus - (21,31 4
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Extrinsic Factor Theories of Motivation

Positive Reinforcement

Positive behavior followed by
: positive consequences :
(Manager praises the employee)

Negative behavior followed by
Nnegative consequences
(Manager demotes the employee)

Negative Reinforcement

Positive behavior followed by
removal of negative
consequences (Manager stops
nagging the employee)

Negative behavior followed by
removal of positive
consequences (Manager
ignores the behavior)

Jalss
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Intrinsic Factor Theories of Motivation
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€(1963
rinsic or endogenous factors focus on internal thought
s about motivation.

 Theories that are based o
processes and percepti

 Adams' Equity Theory—which proposes that individuals are motivated when they perceive

that they are treated equitably in comparison to others within the organization (Adams,
1963);
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General considerations
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* While all of these theories are helpful in understanding management and motivation from
a conceptual perspective, it is important to recognize that most managers draw upon a
combination of needs, extrinsic factors, and intrinsic factors in an effort to help motivate
employees.
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A BIT MORE ABOUT INCENTIVES AND REWARDS

e Extrinsic Rewards

* There are a host of external things that managers can provide that may serve as
incentives for employees to become more engaged in an organization and
increase their productivity. These include:

 Money—in the form of pay, bonuses, etc.

* Benefits—also in many different forms, including health, dental, and vision
insurance; vacation days; sick leave; etc.

* Flexible schedules.
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Intrinsic Rewards ...

sdealls yaing o8l ¢y S i L] Gaa e Llall 4513 FRAMEWORK
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* Intrinsic rewards are internal to the individual and are in many ways less tangible. In fact, they are
highly subjective in that they represent how the individual perceives and feels about work and its
value.

* Five types of intrinsic rewards that have been summarized by Manion (2005) include:

1. Healthy relationships—in which employees are able to develop a sense of connection with

La
o Jualsills s sl gl (8 (ysilashl (35S - famam D 1 = I i pel ot e 2

others in the workplace. 530 150 el Bl i il ] 5 s Lol

Jeall K6 (o8 g AT . R
2. Meaningful work—where employees feel that they make a difference in people’s Tives. Thisis”

typically a motivator for people to enter and stay employed in the healthcare industry. This type
of work is viewed as that in which the meaningful tasks outweigh the meaningless.

3. Competence—where employees are encouraged to develop skills that enable them to perform

at or above standards. A1 o S5 0 SAe a9 ol bl et i e - IS 3

L ole sl mlall o
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4. Choice—where employees are encouraged to participate in the
organization in various ways, such as by expressing their views and
opinions, sharing in decision making, and finding other ways to facilitate
participatory approaches to problem solving and goal setting,

5. Progress—celebrate when progress is made toward completing
important milestones within a project.
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Misconception on extrinsic and intrinsic motivation

* Relying only on intrinsic or extrinsic sources of motivation may jeopardize the achievement of motivation

aims.
Shall 28lall 348a3 a5m 3 Lol o WATW 508a3) julaas ole LiSs slaic ¥«

slaayl

e Relying on one source can motivate some employees and demotivate others who do not believe in the
particular source. Management practitioners need to consider using both sources in motivating employees in
order to achieve organizational pre-determined objectives. o cdllonsdlbhalscalllonn S 0105 sl s sle oLt

5 Crll) 3 8 el S plaateal o ST 11,1901 gyl T ling cpns s
LEcis Buane Leaalats (Slaal 3885 JaT e
* However, despite the fact that both intrinsic and extrinsic sources must be used to motivate employees,
managers must be keen to understand which source motivates who.
opdlih] i) Tam Ll BRI bl oo S planied camy 4 B o p ol el s+
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Money and Motivation

e Scholars and organizational practitioners have been conceiving motivation by relating it with
money alone. oty DA o @Il (g peaty (ysaadaiill (g Lall elalall oIS »

bdag JUJ

* Believers of this conception contend that, money is the main factor for enhancing motivation in
organizations. o &1 52503 il Sl 5 JULT 5 il i ysial] S

RPN

* Those who conceive it as a misconception anticipate that, money motivates only to a point.

Lo an () ads sas JUIT 5T opsalehs todala asgde G e digygeatty ol clilgl @

* This idea is supported by Hay Group study (1999), where 500,000 employees ranked fair pay and

benefits as the least ten important motivating factors that keep them committed and staying with
their companies. sdale sal Cilige 500000 iis Eun (1999) SLa degane duulyis Loge o 5,5l sia »
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Money and Motivation

* That being the case, money can motivate some employees in the organization but must not be
relied as the only way of motivation. IS 50 YT s S0y Tl g il s s 5 JLal o AL 038
sl Saall da Ll G gle aated
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Some employees are not motivated at all

* There has been misconception that, some employees in organizations are not
motivated at all. LS ) Sl g il s bl Sl s S

LY sle uanis

» Believers of this misconception argue that, despite the application of several
packages for motivating employees, some never get motivated at all.

oo spaall Bk oy 021 gl € toulall sl g (ysiasl] Jula *
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* However, Manion (2005) believe that, everyone is motivated by something.

Lo ot (325800 gaandl ()7 (2005) (ysaile afiag celld gag *
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Some employees are not motivated at all

* Each employee is motivated by a certain package.

* The challenging task to managers is to identify each employee is motivated by
what package.
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In this misconception managers believes that, one size fits all employees in rewarding and
recognizing them.

It is important to note that, individuals have different motives, and may act in different ways and be

motivated by different aspects.

Atchison (2003) provides that, to end this misconception, managers need to consider preferéﬁés

when planning to motivate employees in order to improve effectiveness.

Management practitioners need to be aware and consider investigating employees to find out each
is motivated by what package. e JS Bl Cptlnl] e 8l 8 5 9 sl S0 smploo e O o

Aoy L

This will help the organization to increase employee’s perfé?mance as the size that fit each

employee will be identified; thus motivation impacting the achievement of organization goals
US ol ana Caligl o107 Bulsy oo Lalasll el e bowie
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MOTIVATIONAL STRATEGIES

* Communicate and address the big picture.

cosllall gl | ST »

e Reward the desired behaviour.
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MOTIVATIONAL STRATEGIES

* Celebration. Jliayl .
* Focus on revitalizing employees. pdlagll bt e 5S4l

* Focus on collaboration instead of competition. Ll Bl e g Gslaill (ole 5800
* Play to employees’ strengths. pdlagll 848 Lalai oo Call ®

* Give employees three compliments for every criticism. L) ST edlalae &6 (piligall aud ¢

Acknowledge the importance of work-life balance and employee well-being.s:>s J=+! i:ﬁ;lfm «C:-m Slyieyl
(pabsl) daalsy
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