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Fundamentals of Motivation Guide 

Initially it was thought that workers were solely motivated by pay (F. Taylor), but when paid by the 

number of items produced workers got frustrated and there was a negative effect on production. So, 

pay alone is not the key. 

In addition to pay, it was thought workers could be motivated to put forward their best effort if 

attempts were made to meet their social needs by treating them in a caring and humane way and 

taking an interest in them as an individual (E. Mayo). 

It was also thought if we recognise that individuals have a variety of needs and rewards are varied to 

meet these needs we could see better results (A. Maslow, C. Alderfer and F. Herzberg). 

A popular tool for understanding human needs from a basic level upwards is Maslow’s hierarchy of 

needs.  In simple terms, once the needs on one level have been predominantly met the person is 

motivated to achieve the next level and so on.  The top level is where we have happy fulfilled workers 

who are highly engaged advocates of the business.  This is a helpful tool to assess and prioritise where 

you could better meet your worker’s needs.  You can develop your people practices for each level to 

ensure there is something at the next level to motivate your workers on. 

 

This tool was simplified into three levels by Alderfer in his ERG theory.  Whereas Maslow’s tool tackles 

one level of need at a time, this tool recognises more than one need may be effective at a given point 

in time.  It also tells us that if a higher level of need is not achieved satisfactorily this frustration may 
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result a desire to increase satisfaction with a lower level need instead.  Each level of need is thought 

of as a range rather than a rigid hierarchy. 

 

Other useful ideas are in Herzberg’s two factor theory where some job factors can be seen to result 

in satisfaction and others to prevent dissatisfaction.  Job factors that result in satisfaction are 

motivators, but these are inherent to the work and involved in performing the job (intrinsic 

motivators).  Whereas hygiene factors prevent dissatisfaction with work and are extrinsic from it 

(extrinsic motivators). 

Extrinsic motivation arises from outside of the person and intrinsic motivation arises from within to 

achieve personal fulfilment.  So extrinsic motivators are job factors that can be put in place by 

businesses to prevent dissatisfaction and intrinsic motivators are job factors that can be put in place 

so there is room for personal fulfilment to ensure job satisfaction and motivation. 

Motivation can also be thought of as being made up of three components: 

Activation – the decision to initiate behaviour 

Persistence – the continued effort toward a goal overcoming obstacles 

Intensity – the concentration and drive that goes into pursuing a goal 

 


