MHR Chapter 5: Foundations of Employee Motivation
Motivation defined
· The forces within a person that affect the direction, intensity, and persistence of voluntary behaviour
· Intensity – level of effort
· Persistence – amount of time effort is exerted 
· Direction – goal towards effort is directed 
Drives and needs
· Drives (primary needs)
· Hardwired brain activity that energize individuals through generation of emotions to correct deficiencies and maintain equilibrium
· Prime movers of behaviour – activates emotions that put us in a state of readinessSelf-concept, social norms,
and past experience
Drives
and Emotions
Needs
Decisions and Behaviour

· Needs
· Goal directed forces that people experience 
· We channel emotional forced toward specific goals
· Gaols formed by self concept, social norms and experience
Maslow’s Needs Hierarchy Theory 
· 7 categories – 5 in a hierarchy – capture most needs
· lowest unmet need is strongest – when satisfied, nest higher need becomes primary motivator 
· model lacks empirical support 
· main problem: needs hierarchy is unique to each person, not universal 
Holistic perspective 
· Study multiple needs together 
Humanistic perspective 
· Influence of social dynamics, not just instinct 
Positive perspective
· Self-actualization (growth needs)
· Foundation of positive OB
Learned needs theory
· Needs are amplified or suppressed through self-concept, social norms, and past experience 
· Needs can be "learned”
· Strengthened through reinforcement, learning, and social conditions 
Three learned needs 
· Need for achievement (nAch)
· Want to accomplish reasonably challenging goals
· Desire clear feedback, moderate risk
· Need for affiliation (nAff)
· Seek approval from others, conform to others wishes and avoid conflict
· Effective decision makers have low nAff
· Need for power (nPow)
· Desire to control one’s environment 
· Personalized versus socialized power
Four Drive Theory
· Drive to acquire: seek, acquire, control, retail objects or experiences 
· Drive to bond: form social relationships and develop mutual caring commitments with others 
· Drive to comprehend: satisfy our curiosity, know and understand our selves and the environment 
· Drive to defend: protect ourselves physically and socially 
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Expectancy theory of motivation 
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E to P expectancy
· Probability a specific effort level will result in a specific level of performance 
P to O expectancy 
· Probability a specific performance level will result in specific outcomes 
Valence 
· Anticipated satisfaction from the outcome 
Expected theory in practise 
· Increasing E to P expectancies
· Hire train and match people to job requirements 
· Provide role clarity and sufficient resources 
· Provide behavioural modelling and coaching
· Increasing P to O expectances
·  Measure performance accurately
· explain how rewards are linked to performance 
· explain how rewards are caused by past performance 
· increasing outcome valences 
· ensure that rewards are valued
· individualize rewards
· minimize countervalent outcomes 
A-B-C of behaviour modification 
Antecedents 
· what happens before behaviour 
Behaviour 
· what person says or does 
Consequences 
· what happens after behaviour 
Social cognitive theory
· learning behaviour outcomes 
· observing consequences that others experience
· anticipate consequences in other situations 
Behaviour modelling 
· observing and modelling behaviour of others 
Self-regulation 
· we engage in intentional, purpose action 
· we set goals, set standards, anticipate consequences
· we reinforce our own behaviour (self-reinforcement)
Effective goal setting features
Specific: what, how, where, when and with whom the task needs to be accomplished 
Measurable: how much, how well, at what cost
Achievable: challenging, yet accepted (E to P)
Relevant: within employees control 
Time- Framed: due sate and when assessed 
Exciting: employee commitment, not just compliance 
Reviewed: feedback and recognition on goal progress and accomplishment 
Strength based coaching 
· builds on employee’s strengths rather than trying to correct weakness
Motivational because:
· people inherently seek feedback about their strengths, not their flaws
· person’s interests, preferences, and competencies stabilize over time 
Sources of feedback
· social sources – feedback directly from others (e.g.: boss, customers)
· nonsocial sources – feedback not conveyed directly by people (e.g. electronic displays) 
· preferred feedback source: 
· nonsocial feedback for goal progress feedback
· social sources for conveying positive feedback 
Organizational Justice 
· distributive justice 
· perceived fairness in outcomes we receive relative to out contributions and the outcomes and contributions of others 
· procedural justice 
· perceived fairness of the procedures use to decide the distribution of resources 
Equity Theory
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Elements of equity theory (fundamentally different theory/fairness)
· outcome/input ratio 
· inputs – what employee contributes (e.g. skills)
· outputs – what employee receives (e.g. pay)
· Comparison other 
· Person/people whom we compare our ratio 
· Not easily identifiable 
· Equity evaluation 
· Compare ratio with the comparison other 
Procedural justice 
· Perceived fairness of procedures used to decide the distribution of resources 
· Higher procedural fairness with:
· Voice
· Unbiased decision maker
· Decision based on all information 
· Existing policies consistently
· Decision maker listened to all sides
· Those who complain are treated respectfully
· [bookmark: _GoBack]Those who complain are given full explanation 
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