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Abstract 

This is a desktop research on relevant secondary data on finding the seemingly elusive motivation for workers in order to 

improve on efficiencies which has a direct impact on the economics and overall well-being of the work place. The paper 

explores the three principal sources of motivation and it also examines the well-founded theories of motivation and 

concludes on a hybrid that may become the blueprint for motivating workers who often work under considerable 

pressure and often feel unappreciated 
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Introduction and Background 

 

 
(http://motivationfactor.com/wp-content/uploads/2012/11/BoblerUS_jan13.png  Accessed on14th February 2014) 

The diagram above gives a succinct story of motivation. It lies at the heart of a confluence of influences that 

makes a huge difference to the output of an individual and subsequently the organisation. There are the 

obvious external factors of salary, incentives, title and general rewards and the intrinsic factors of being self-

motivated. These have to be carefully managed in order to have a continuous flow of employee motivation. 

There is a part in our managing human capital manual that alludes to the factors that helps attract top talents to 

any company. These factors include the brand of the company and what it represents, the factors on the job 

which includes the scope and the interpersonal relationships and finally the rewards that come with the job 

and the opportunities for future growth in career development. 

http://motivationfactor.com/wp-content/uploads/2012/11/BoblerUS_jan13.png
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 I will be focusing on just four theories of motivation:  

1. McGregor:Theory‘X’andTheory‘Y’ 

2. Maslow: Hierarchyof Needs 

3. Argyris:InterpersonalDevelopmentandJob Enlargement 

4. Herzberg: Hygiene Factors in Job Enrichment 

 

1. Theory‘X’andTheory‘Y’ 

Theory X assumes that employees are not capable of getting on with the job unless they are made to do it by 

the application of pressure. This theory proposes that the workforce is largely immature (Managing Human 

Capital Manual 2014) and that the application of coercion will get them working. This approach of ruling by 

fear is no longer working especially in the developed countries. One interesting point is the fact that giving of 

rewards only does not work either as it becomes a huge demotivation if expectations are not met in a capitalist 

society. 

Theory Y on the other hand believes that the carrot should be replaced by other emotive terms like self-

fulfilment, self-actualisation and the fact that empathy and persuasion will be a better approach as opposed to 

stick. Many of the modern managers tend to lean on the theory Y approach. 

 

2. Maslow: Hierarchy of Needs 

 

(http://2.bp.blogspot.com/-0EAUsf2m090/TngCFTD6a9I/AAAAAAAAB4A/QcAgJAvZwnI/s200/maslow-

need-hierarchy.gif  Accessed on 14
th
 Feb 2014). 

 

Abraham Maslow wrote up this theory in 1943 after an in-depth study of some notable and successful 

individuals. It simply shows that our journey are of a predictable path and that our innate needs can be placed 

on a ladder as shown above which starts with the basic act of survival and progresses on to self-actualisation 

and fulfilment. 

The relevance of this to motivation is to try and discover where your employee is on the ladder and then fulfil 

that in order to keep them motivated. The next stage of the ladder becomes an unfulfilled need that serves as a 

motivation. There is also an organisational version that starts from just surviving to acquisition of other 

companies for growth. 

 

3. Argyris: Interpersonal Development and Job Enlargement 

Argyris looks at the nature of the work place as it aids the performance of the individual worker. He assumes 

that the work place is not ideal for the personal development of the worker. (Argyris, 1957). He identified 

three limitations, the individual maturity, the interpersonal competence and the nature of the business 

organisation. 

He was of the opinion that the business operates in a way that makes it impossible for the individual to reach 

full expressions of their skills. He stated that the way roles are determined and implemented makes it easy for 

people to fall into a routine and this stifles innovation on every level. He goes on to prescribe that if business 

http://2.bp.blogspot.com/-0EAUsf2m090/TngCFTD6a9I/AAAAAAAAB4A/QcAgJAvZwnI/s200/maslow-need-hierarchy.gif
http://2.bp.blogspot.com/-0EAUsf2m090/TngCFTD6a9I/AAAAAAAAB4A/QcAgJAvZwnI/s200/maslow-need-hierarchy.gif
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tries to operate with more openness and if the job roles are given some room for personal involvement and 

input, people will grow into the job and end up giving their best. 

 

4. Herzberg: Hygiene Factors in Job Enrichment 

This is a theory merging two theories. It takes  Adams theory of the individual not in favour of being deprived 

and Abrahams stated view that people need to be fulfilled on a job in order to be motivated to do a good job. 

The former which consists of physical working space, rules, regulations, and salaries  he tagged as hygiene 

factors and the latter which includes recognition, accountability and career progression he called motivator 

factors. He concluded by suggesting job enlargement which includes more responsibilities which satisfies the 

psychological need of the worker and empowering them to take more decisions. The combination is meant to 

greatly motivate the worker. 

 
(http://www.neiu.edu/~aserafin/421/motivation/aMotivation/img007.gif Accessed on Feb 14th 2014). 

 

Conclusion 

All of these theories have their pros and cons and so I propose a hybrid of the good points in all of them. 

McGregor’s X theory has the pro of being able to give structure and direction which can be blended with the 

Y theory of allowing more initiative from the employee. This can be blended with Herzberg and Maslow 

giving the employee to go on a journey from lower needs to a higher need. I believe the combination of the 

good bits of these theories will help to motivate employees. 

I refer to this new approach as the M factor which is represented in the diagram above. This combines 

intrinsic and extrinsic factors and the capabilities of the employee to identify what motivates them. This 

translates to a personal development plan tailored to the individual in the industry which is unique to them and 

hence stands a chance of being effective. This may be the blue print for viable motivated workforce across 

industries. 
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