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Abstract:
The success or failure of an organization is dependent on the work and motivation of its employees.
Employee motivation is normally a product of their commitment to their role and to the organization. The
motivation and commitment of the employee is dependent on that employee’s belief in the organizations
goals, purpose and their own desire to work. With an ever increasingly aggressive global market,
organizations are required to perform competitively with a decreasing use of resources. Therefore, it is
extremely important for organizations to ensure they keep the productivity of their employee’s high and to
retain their best working employees. However, without the commitment and cooperation of their employees,
organizations will lose their competitive advantage and ultimately fail to achieve their goals and mission.
Introduction:
An organization’s human resources (HR) comprise a
valuable asset and plays an important role in its
development, thus organizations who are able to do
so engage professional HR managers to supervise
and cultivate their HR to achieve organizational
goals and objectives (Pujari, 2016). A firm cannot
build a good team of professionals without proper
human resource management (HRM). There are
different benefits that can be achieved via managing
employees in the appropriate manner, such as
effective utilization of resources, developing good
relationships between staff and management and
increasing employee satisfaction. However, to gain
all these advantages, employee motivation is the
most important dimension for a company, as it is
highly instrumental in the effectiveness with which
personnel implement organizational functions
(Chand, 2016). An unmotivated workforce has low
efficiency, exacerbated by high turnover.
Conversely, and appropriate motivation strategy can

improve employee performance and reduce
turnover Rate, increasing efficiency. This paper
explores the role of different motivational theories
in HRM concepts, principles and practices, the
importance of HRM and approaches to manage
employees (Bratton and Gold, 2012).
Critical Discussion:
According to Hendry (2012), companies need to
develop an appropriate workforce to obtain
competitive advantages that are sustainable over the
long term, which can only be achieved when
personnel are developed in such a manner that they
become skilled, experienced and creative. In this
context, it is necessary to understand that growth
and organizational survival are not limited to raising
capital or purchasing technology to achieve
competitive advantage; rather the whole workforce
must also be managed appropriately as a resource in
itself (Armstrong and Taylor, 2014). One way to
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maximize the contribution of the workforce is to
motivate personnel by identifying and meeting their
desires to increase their willingness and effort
towards attaining organizational goals (Armstrong
and Taylor, 2014). There are numerous theories of
motivation used by organizations in different
contexts to motivate personnel.
There is universal agreement among theorists and
analysts that motivation is absolutely essential, but
there are differing approaches on how it can be
achieved and encouraged to enable managers to
develop an appropriately skilled and productive
workforce with improved employee satisfaction that
can make huge contributions to business objectives
over the long term.
Herzberg’s two factor theory, also known as
motivation hygiene hypothesis, is a common model
used to motivate employees (Herzberg, Mausner
and Snyderman, 2011). The two eponymous hygiene
factors are the immediate environment and the
surrounding environment, salary and policy etc. If
these factors are amenable to the workforce, their
satisfaction will be increased. Guha (2010) added
that workers also need intangible factors such as
prospects of development, recognition and
promotion for motivation (Guha, 2010). In the
absence of these elements, workers will get demotivated, with increased dissatisfaction.
Cook (2012) determined that Google deploys
Herzberg’s two factor theory, having established
various hygiene elements for staff such as very good
salary packages, positive and creative working
environments and freedom. However, Armstrong
and Taylor (2014) stated that rather than hygiene
factors, Google has delivered different motivational
elements such as opportunities for growth,
development and rewards for the best performance
(Armstrong and Taylor, 2014). Therefore,
employees of Google are happy to be a part of firm
and they take make additional efforts to developing
creative and innovative solutions for clients.
This indicates that Herzberg’s theory is instrumental
in meeting the basic needs of personnel as human
organisms, but this does not necessarily motivate
them as satisfied employees. It is difficult to
envisage a perfect organization according to
Herzberg’s theory achieving the same level of
motivation as achieved at Google using additional
motivators. This pertains to the fulfilment of higher
needs, as conceptualized by Maslow (2013), who
categorized the needs of individuals in organizations
into a hierarchy of physiological, security, social,
self-esteem and self-actualization needs. According
to this hierarchy, the factors of Herzberg, Mausner

and Snyderman (2011) are essentially lower order
needs while higher level needs (e.g. self-esteem and
self-actualization) must be satisfied to optimize the
satisfaction of personnel and their consequent
contribution to organizational success (Kremer and
Hammond, 2013).
According to Noltemeyer et al. (2012), the practical
application of Maslow’s theory can be seen in the
Apple workplace. The Apple Company is a
successful leader in the technology sector where the
encouragement of employees has led to the creation
of innovative products. The Company has taken low
order needs of Maslow’s theory into consideration,
with handsome remuneration of staff (with an
average salary of $108,483 for US employees),
complemented by developing health and safety
standards, installing safety hazards equipment etc.
(Motivation, 2016), while also considering higher
order needs (Wininger and Norman, 2010). To
accomplish self-esteem needs, Apple awards
recognition rewards in the form of bonuses of 3-5%
of employees’ salaries, in addition to giving free
iPhones (their signature product) to workers who
have shown their best possible efforts. Maslow’s
theory is a perfect strategy for motivating
employees in terms of taking competitive
advantages, as evidenced by the case of Apple’s
creative personnel (Motivation, 2016).
By analyzing different stated critical views of
various authors, it can be concluded that Maslow’s
theory has helped the organization’s management to
understand the basic human needs of employees. It
has created an environment of self-motivated staff
members driven to achieve the business objectives.
Meeting the basic needs of employees would not
give Apple the great competitive advantage it has in
terms of the creativity and dedication of its
workforce.
On the other hand, Gannon and Boguszak (2013)
stated that Douglas McGregor’s Theory X and
Theory Y model is the most effective motivational
paradigm, which is a subtly different paradigm more
concerned with leadership style rather than
employee needs. This hypothesis categorizes two
different kinds of organization. Theory X
organizations have employees who are not ready to
take responsibilities, who dislike work and who are
intrinsically unmotivated, thus they must be closely
supervised and compelled to work by a stringent
system of material rewards and punishments.
Conversely, Theory Y workers enjoy their work and
are more engaged in it, being ready to take
responsibility and display their creativity (Stewart,
2010). Clearly either of these two approaches might
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work for different settings. Work where more
creativity is required (e.g. in artistic production)
would benefit from Theory Y, whereas factory
assembly lines have more need for Theory X.
Hunt (2016) found that McDonald’s utilized
McGregor’s Theory X or Theory Y model at
different outlets, such as giving flexible working
hours to Theory X workers to encourage them to
take more responsibility, while Theory Y personnel
were motivated by incentive and monetary rewards.
However, it is hard to combine Theory X and
Theory Y motivational strategies within a single
context simultaneously; to attempt this is not an
effective allocation of resources.
According to Bruce and Nyland (2011),
remuneration is not the core motivation of
employees, and it is better (and more cost effective)
to motivate workers by meeting their social and
aspirational workplace needs. Mayo Elton’s
motivation theory emphasized treating the
workforce as constituents (i.e. integral parts of)
companies to accomplish their social needs, by
improved communication and teamwork and
increased interactions between employees and
managers (Riley, 2016).
McConnell
(1996)
concluded that Microsoft motivated employees
using Mayo Elton's motivation theory, applying
various methods to develop teamwork and adopting
appropriate communication techniques to increase
interaction among staff members at all levels of the
organization, particularly involving lower-level
personnel in the decision-making process, alongside
a general policy of promoting teamwork (Sandhya
and Kumar, 2011).
In my opinion, a firm can use more than one
motivational theory. Currently, I am working in
Tesco PLC where the management has implemented
two motivational hypotheses for different intentions.
The reason of applying Maslow’s theory in
company is to complete all basic needs of the
workforce and then to motivate them to satisfy
desires at a higher level. It has helped the
management to achieve the objectives of business
by optimizing personnel efforts. On the other hand,
the reason for implementing the Herzberg
framework in Tesco PLC is to minimize
dissatisfaction among staff and provide them with
various growth opportunities. I completely agree
with the opinions of different authors, but for taking
competitive advantages in the market, use of only
one motivation theory is not enough. Using more
than one hypothesis, organizations can develop a
workforce which will have the required skills,
creativity, experience and knowledge to contribute

significantly to organizational success.
Conclusion:
Based on the preceding findings, it can be
concluded that a motivated workforce works hard
and achieves the objectives in a cost and time
efficient way, with less requirement for supervision.
Different authors have suggested distinct kinds of
theories to explore leadership and optimize its
outcomes. The application of motivation hypothesis
varies according to the types of industries and
workplace conditions. Management has tried to
adopt more than one motivational theory so that an
effective workforce can be developed, which has
helped firms to obtain and maintain a competitive
advantage in the global market.
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