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Motivation is the competence to influence populace towards the achievement of aspiration of human 
resources. According to the motivational concept, people are driven by five types of needs: phys-
iological, safety, social, status and Self actualization needs. The manager can stimulate people through 
these needs by offering sufficient remuneration. Motivation can be grouped into built -in and extrinsic 
rewards. One of the most wide-spread extrinsic rewards is shell out. Many also prefer to have intrinsic 
reward such as exigent and fascinating jobs. Recital depends on three aspects: capability, milieu, and 
inspiration. For this study, stuff was unruffled from a range of lesser and tertiary fonts. 
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INTRODUCTION 

 
The word motivation is derivative from the utterance motive 
which manipulates the deeds of folks. Motives are the 
expression of desires of a human being. The needs are of 
diverse types, the need may be material or emo-tional (Thil, 
2003). Motivation is a route of getting the needs of the people 
by inducing them to work for the achievement of an organization 
objectives (Joseph, 1987). Motivation is a behavioral and 
psychological thought. Satisfaction of wants is an unending 
process. Hence motivation is also an unending process (Roger, 
1997). Motivation is concerned with individual means each indi-
vidual is an incorporated organized in one piece. A part of him 
alone can not be motivated because motivation is a 
psychosomatic fact anxious with the whole individual. A man’s 
basic needs are strong-minded and can not be alienated from 
each other (Bartol et al., 2003). A chap becomes aggravated if 
he fails in satisfying his funda-mental needs instead of his best 
efforts. If a man’s goal is achieved he is no longer interested in 
work. Goal means satisfaction of needs. Consequently, it is 
extremely essential for the administration to know the goals or 
motives or needs of each personage so that they may be 
pushed to work by directing them towards triumph of their goals 
(Bovee and Marian, 1993).  

Motivation is due to an inter play among factors like Influences 

operating within an individual, Influence ope-rating within the 

organization, forces operating in the external environment culture, 

customs, norms of the society (Stoner et al., 1997). The motivation 

can be optimistic or pessimistic. 

 
 
 

The optimistic motivation implies use of motivation such 
as boost in pay, recompense, sponsorship for healthier 
employment. Pessimistic moti-vation means to highlight 
punishment such as warning, risk or else downgrading, 
fear of loss of job (Thil et al., 2003). The main aim of the 
paper is to see how to moti-vate employees in the 
organizations and what to do with motivated and non-
motivated employees in the organi-zations (Mclean, 
1991).  

Understanding the forces that shape employee perfor-
mance is no simple task (Thil et al., 2003). If the employ-
yee’s action does not outweigh the expected reward, he 
or she is unlikely to reiterate the deeds. Thus the reward 
acts as a feedback mechanism to help the individual 
evaluate the consequences of the behavior when consi-
dering future action.  

Although the function of money as a motivating issue can 
not be dismissed, proponents of the customary approach 
took too thin a view of the responsibility of monetary 
compensation and also failed to consider other motivational 
factors. The human relations stress the role of social 

processes in the bureau. Their fundamental assumptions 
were that workers want to have a sense functionality and 
significance; that employees have strong social needs 
and these needs are more important 



 
 
 

 

than money in motivating employees. Advocates of the 

human relation advised managers to make human 
resources feel vital and permit them of self-direction and 

self-control in carrying out schedule actions (Thil et al., 
2003). 

 

Human resource advancement 
 
The human resource approach to motivation carries the 
perception of desires and enthusiasm one step further. It 
assumes that people want to donate and are talented to 
make authentic aid (Davis, 1990). Motivation can be enh-
anced by providing employees with more autonomy and 
greater responsibility. Both of these views represent 
content views of motivation (Chuck, 2003). people have 
different needs that can be arranged in a hierarchy of 
importance (Compbell and Pritchard 1976). Intrinsic 
values include personal comfort and satisfaction, while 
the extrinsic values are most often provided by the 
organization, the community, or society (Maslow, 1943). 
Per- sonal motivation may include the peace of mind that 
can be provided as a result of these needs being secured 
(Vroom, 1964). The organization can assist by ensuring 
that the opportunity for social and relationship expec-
tations are created and met (Latham and Locke 1979). 
The ego seems to take over here and the need is to 
ensure that it is satisfied (Zhiwei et al., 2000). 

 

Chief motivational manipulations 
 
Motivation maintains a coherent and organized view of 
the world. Motivation develops mental images of ideal 
situations and regularly compares perceptions of actual 
situations to these ideals. Motivation uses the external 
environment as a valuable resource for information and 
skills to solve life’s problems. Motivation is use to reduce 
or avoid any tension that is generated when need is not 
being satisfied. Motivation projects one’s identity to 
others. For example, purchase of a corvette to reflect 
one’s enjoyment of the sporty life in the fast lane. Moti-
vation protects oneself from social embarrassment and 
other threats to feelings of self-worth. Motivation acts in 
ways that have previously resulted in rewarding situa-
tions. Motivation strives for competition, power, and suc-
cess. Motivation develops new identities and roles to 
enhance one’s self-concept. Acting these roles out in 
social settings allows expression of values and develop-
ment of feelings of importance (Burney, 1979). 

 

Stimulus mishmash 
 
Motives manipulate trade in competition and lone at an 

instance. Motives can fluctuate in how precise they are, it is 

probable for a connecting to crop up at quite a few generality 

(Thil et al., 2003). It refers to certain inves-tigation practice 

and, to some extent, ways of interpreting 

 
 
 
 

 

information about motivation generated by these techni-
ques briefly stated. The methods involve disguised and 
indirect techniques in an attempt to check out shopper 
inner motives without arousing protection mechanisms 
which can generate misleading result. In practice, moti-
vation research has yielded hands-on and sometimes 
bizarre winding up (Saeed, 2005). 

 

Scope of association 

 

Involvement is all-around in that it appears to have a 
number of imperative scopes. A variety of variables are 
reflected to precede involvement and influence its nature 
and extent (Griffin, 1996). Among the variable encom-
passed within the human being class are individual 
desires, ethics knowledge, plus happiness. Yield or 
incentive that the consumer perceives to be intimately 
related to his morals, wellbeing, understanding, etc. are 
likely to lead to higher levels of involvement. The type of 
state a customer facade can also determine the level of 
connection that will be practiced. One such situational 
influence can be the use that will be made of the product. 
Involvement may be thought of as an inner state that the 
end user experience. As mentioned earlier, this internal 
state has arousal properties and, like motivation, it also 
has a directional power on how consumer will act. As an 
internal state, association may be viewed as belongings 
of intensity submit to the degree of concern that the con-
sumer practice. The possessions of route refer to the 
focal point or aims of attachment circumstances strongly 
influence this focus. The length of time the consumer 
remains in a state of involvement. In some cases con-
sumers experience a long-term personal interest in one 
or more products (Jones et al., 1998). 

 

Conclusion 
 
Enthusiasm is an act of encouragement. The motivation 
is an indispensable instrument in almost every institute. It 
provides back-up for the human resources in order to 
work with genuineness, truthfulness and dedication. It is 
an unending process; it means man is a social animal. All 
the wants cannot be satisfied at one time. Motives are the 
expression of needs of a human being. The needs are of 
various types. They may be corporal or psychosomatic. 
As the motive is within the personage, it is essential to 
revise requests and sentiment. Motivation is a drive to 
satisfy a want. It is goal-oriented behavior, it typically con-
cerns with constructive and unconstructive reinforcement 
is aimed at increasing deeds, while extinction and punish-
ment focus on decreasing a behavior. Motivation is a tool 
with which managers can arrange job relationships in 
organization. The following are some submission. The 
executive should assemble new method of inspiration in 
order to cheer the human resources in the business. 



 
 
 

 

Each organization’s top organization must observe 
whether a manager motivates the human resources 
according to the rules laid down by the organization. The 
executive must hub and scrutinize every part of human 
resources. In some organizations, it has been analyzed 
that there are same old techniques of motivation which 
are being applied, so they should be replaced by new 
innovative techniques. First-rate deeds are a key to 
motivate the recruits; so managers must keep their man-
ners up and be mild with the staff. The enthusiasm factor 
can not be accomplished only with touchable booty but 
thoughtfulness of insubstantial plunder. A well-managed 
and strong guidance can also motivate the staff. After a 
good education, human resources feel at ease and moti-
vated as outcome brings about good productivity. 
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