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Defining Motivation
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The result of the interaction between the individual and the  

situation.

The processes that account for an individual’s  

intensity, direction, and persistence of effort toward  

attaining a goal – specifically, an organizational goal.

Three key elements:

– Intensity – how hard a person tries

– Direction – effort that is channeled toward, and consistent  

with, organizational goals

– Persistence – how long a person can maintain effort



Early Theories of Motivation
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These early theories may not be valid, but they do form the  

basis for contemporary theories and are still used by  

practicing managers.

Maslow’s Hierarchy of Needs Theory

McGregor’s Theory X and Theory Y

Herzberg’s Two-Factor Theory

McClelland’s Theory of Needs



Maslow’s Hierarchy of Needs

There is a hierarchy of five needs. As each need is substantially

satisfied, the next need becomes dominant.

– Individuals cannot  

move to the next  

higher level until  

all needs at the  

current (lower)  

level are satisfied

– Must move in  

hierarchical order

Self-Actualization

Esteem

Social

Safety

Physiological

Lower Order  

External

Assumptions

Higher Order  

Internal

See E X H I B I T 6-1
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McGregor’s Theory X and Theory Y

 Two distinct views of human beings: Theory X  

(basically negative) and Theory Y (positive).

– Managers used a set of assumptions based on their view

– The assumptions molded their behavior toward employees
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Theory X

• Workers have little  
ambition

• Dislike work

• Avoid responsibility

Theory Y

• Workers are 
self- directed

• Enjoy work

• Accept responsibility



Herzberg’s Two-Factor Theory

Hygiene
Factors

Motivators

Achievement

Responsibility

Growth

Work  
Condition
s

Salary

Company  
Policies

See E X H I B I T S 6-2 and 6-3
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Key Point: Satisfaction and dissatisfaction are not opposites  

but separate constructs

Extrinsic and  

Related to  

Dissatisfaction

Intrinsic and  

Related to  

Satisfaction



McClelland’s Three Needs Theory
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 Need for Achievement (nAch)

– The drive to excel, to achieve in relation to a set of

standards, to strive to succeed

 Need for Power (nPow)

– The need to make others behave in a way that they would

not have behaved otherwise

 Need for Affiliation (nAff)

– The desire for friendly and close interpersonal relationships



Locke’s Goal-Setting Theory
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Basic Premise:
– That specific and difficult goals, with self-generated

feedback, lead to higher performance

 Difficult Goals:

– Focus and direct attention

– Energize the person to work harder

– Difficulty increases persistence

– Force people to be more effective and efficient



Bandura’s Self-Efficacy Theory

 An individual’s belief that he or she is capable of  

performing a task.

– Higher efficacy is related to:

• Greater confidence

• Greater persistence in the face of difficulties

• Better response to negative feedback (work harder)

– Self-Efficacy complements Goal-Setting Theory.

See E X H I B I T 6-6
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Increasing Self-Efficacy

 Enactive mastery

– Most important source of efficacy

– Gaining relevant experience with task or job

– “Practice makes perfect”

 Vicarious modeling

– Increasing confidence by watching others perform the task

– Most effective when observer sees the model to be similar to him-
or herself

 Verbal persuasion

– Motivation through verbal conviction

– Pygmalion and Galatea effects - self-fulfilling prophecies

 Arousal

– Getting “psyched up” – emotionally aroused – to complete task
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Adams’Equity Theory

 Employees compare their ratios of outcomes-to-inputs  

of relevant others.

– When ratios are equal: state of equity exists – there is no  

tension as the situation is considered fair

– When ratios are unequal: tension exists due to unfairness

• Underrewarded states cause anger

• Overrewarded states cause guilt

– Tension motivates people to act to bring their situation into

equity

See E X H I B I T 6-7
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 Can be four different situations:

– Self-Inside

• The person’s experience in a different job in the same

organization

– Self-Outside

• The person’s experience in a different job in a different  

organization

– Other-Inside

• Another individual or group within the organization

– Other-Outside

• Another individual or group outside of the organization

Equity Theory’s “RelevantOthers”
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Vroom’s Expectancy Theory

The strength of a tendency to act in a certain way  

depends on the strength of an expectation that the act  

will be followed by a given outcome and on the  

attractiveness of the outcome to the individual.

See E X H I B I T 6-9

Expectancy of  

performance  

success

Instrumentality  

of success in  

getting reward

Valuation of the  

reward in  

employee’s eyes
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