 Introduction 
People are motivated to work toward a goal by the expectation of receiving a reward they need (Maslow, 1954; Robbins, 2004). Motivation can be either intrinsic or extrinsic. Interesting and joyful tasks can evoke intrinsic motivation, which exists within an individual, while extrinsic motivation is influenced by external elements, such as status, threats and poverty (Be´nabou & Tirole, 2001). In terms of occupation, researchers maintain that an appropriate work design leads to a high level of job satisfaction, and a high level of job satisfaction is linked to high motivation (Clark et al., 1998), which in turn, is linked to a good work performance (Gibbons, 1999; Herzberg, 2003). This essay expresses the fact that supervisors should pay attention to encouraging employees’ motivation to engage with their work and put effort into their performance (Gibbons, 1999; Herzberg, 2003). 

The essay will mainly focus on the way in which employees can be motivated in the workplace, and provide some strategies to manage their mental health at the same time. Related motivation theories will be described before providing the strategies, which are Abraham Maslow’s Hierarchy of Needs and Douglas McGregor's Theory X and Theory Y. The reason for choosing these two theories is that there is a key to connect self-actualisation with work to Theory Y (McGregor, 1971). This will be followed by an introduction of the strategies and criticisms. Finally, a conclusion will be drawn that most people can be motivated by their different levels of needs, and mental health can be managed by fulfil their needs, including Theory X. In addition, Theory Y can be managed by engaging employees to participate in management tasks and empowering them to have more authority. Sometimes people’s hierarchy of needs overlap, and therefore, the higher level needs may become evident before the lower levels have been totally satisfied. The needs of an individual are not only affected by insight, but also by self-behaviour. Although satisfying needs can reduce mentally ill problems, it cannot influence behaviour. 

 Maslow’s Hierarchy of needs (1943) 
Maslow developed his Hierarchy of Needs theory by observing his patients. According to him, human beings seek to satisfy five different levels of basic needs. 

1. Physiological needs 
Physiological needs are the lowest and most dominant of the five basic needs, and all other needs are generated after physiological needs have been satisfied. These needs include water, food, sex, breath and health. If people’s physiological needs are not met, they only exist. None of their other needs are important, and their ability to think and their sense of morality become weak. Employees are motivated to work by the expectation of rewards. 

2. Safety needs 
Safety occupies one of the lower levels of the hierarchy, and this need includes personal security, a stable life, and escape from suffering, threats, disease and poverty. When people feel threatened, they become insecure and believe that life is dangerous and unfair. They see danger in everything, and become nervous and anxious. They do not trust their neighbours, and are afraid to have a social life (believing that it is dangerous). They only look to themselves for protection and become self-secure. 

3. Need for love 
The need for love, such as friendship, love and sexual intimacy, belongs to a higher level of the hierarchy. If people do not care for each other and are cared for, they will see no value in the world. They tend to fulfil their obligations faithfully and without complaint in order to be accepted in society. 

4. Need for esteem 
The need for esteem, such as achievement, prestige, status, confidence and job promotion, also belongs to a higher level of the hierarchy. The need for esteem does only include being respected by others, but also means showing respect for others. If people are dissatisfied with their need for esteem, they can become sensitive about their reputation, vain, or self-important. For example, they may become violent to prove themselves, or become professional to prove that they are valuable to society and can earn fame and wealth. 

5. Need for self-actualisation 
The highest levels of the hierarchy include morality, spontaneity, lack of prejudice, and acceptance of facts. The need for self-actualisation will be evolved when all the previous levels of needs have been satisfied. If the need for self-actualisation cannot be fulfilled, people will feel that their lives are empty, and they will wonder what to do to fill the void. People who satisfy their need for self-actualisation will long to lead substantial lives, especially if they feel that they have always lived in vain. They will value morality more than money, family and respect. For example, athletes may want to break or retain the world record. People may want to donate money to help others, not for their own fame. Industrialists and scientists may want to succeed in making a significant contribution to society. 

The following four points of Maslow’s (1943, 1970) theory of the Hierarchy of Human Needs will affect the results of the related strategies, which will be addressed later. 
1. There is lack of experimental evidence to prove the theory, especially at lower levels. 
2. It does not consider cultural differences. 
3. There are several counterpoints to Maslow’s categories of needs. 
4. Maslow’s theory is hard to prove because of the abstract subject, the difficulty in defining the concepts, and the fact that it overlaps at each level. 

 McGregor’s Theory X and Theory Y 
Theory X and Theory Y present a very different attitude toward workforce motivation. Theory X is more traditional than Theory Y and is based on top-down control. Theory Y emphasises participation by the labour force rather than controlling it. 

Theory X is based on a negative view of human nature, which is that it is lazy, and naturally belongs in masses. It proposes that humanity lacks intelligence and needs to be motivated. Theory X suggests that the majority of people do not care about work, but only rewards. All work processes are based on initiative and motivation, but Theory X proposes that most people will avoid taking responsibility for their actions and would rather blame others for any mistakes. 

In contrast, people in Theory Y enjoy working and are natural-born managers. These are intelligent beings belonging to the gifted few. The work process is driven by the elite. 

It can be seen that Theory Y is the opposite of Theory X. In Theory Y, stress can be relieved by employees’ participation at all levels of decision-making and the fulfilment of their personal and professional needs. 

McGregor reduced the thinking in Theory X to the following three basic principles: 
1. Management should be in charge of the whole organisation. 
2. It is essential to motivate and discipline the workforce, and managers must firmly demonstrate that they are in charge when dealing with employees. 
3. Employees cannot perform effectively without discipline and the constant active intervention of management. The job of management is to confirm that employees are doing a good job. 

 Ways of managing mental health in the workplace 
It is essential to seek ways to motivate employees, and since employees are individuals, they respond differently to ways of motivation. Thus, it is not easy to motivate them even if employers set appropriate interventions. However, there are some ways which are based on Maslow’s Hierarchy of Needs theory to motivate employees to manage their mental health, and these are discussed below. 

1. Rest Breaks 
The first way of managing mental health which corresponds to the level of physiological needs is providing rest breaks. There are three type of rest: rest breaks, daily rest, and weekly rest (Mitra et al., 2008). Generally, every worker in every job experiences daily rest and weekly rest. For most people, daily rest refers to the rest they have after their work until the next day when they start work again, and weekly rest refers to the rest they have at weekends (ibid). Although there are no statutory regulations for rest breaks, these are normally confirmed by employers when they engage new staff (Simons, 2006). Working for long hours and According to the demand-control model, employees will be dissatisfied if they do not have the power of control (Karasek, 1979). Employees who work long hours can become tired, which can lead to lower productivity, and consequently, to more stress (Rogers et al., 2004). If employees can take short rests during those long work hours, or when they feel tired, their physiological needs will be fulfilled and they will be motivated to enjoy their work (Simons, 2006). 

The purpose of rest breaks is to alleviate the problem of unavoidable repetitive movements or static body positions. Employees often stay in the same position for hours at work without stretching, and the human body needs to use different positions to enable various muscle groups to relax. However, rest breaks are meaningless for physiological and psychological health. 

2. Employee Fitness Programme 
The second way of managing mental health is by introducing an employee fitness programme. Physically active employees represent a healthier company (Gebhardt & Crump, 1990; Proper, 2003). An employee fitness programme should include three factors, namely, promotion, support and supply (Gebhardt & Crump, 1990). Employers have to promote the knowledge of physical fitness to employees, as well as advising them of the existence of the programme (Gebhardt & Crump, 1990). They can support the employees who actively participate in the fitness programme with various rewards. The last factor is supply (Oden et al., 1989). Other strategies can be developed to assist employees’ fitness, such as arranging flexible working hours and providing free membership of a fitness club and gym (Oden et al., 1989; Proper, 2003). The purpose of such a programme is to reduce stress through physical activity, since the safety needs of employees are not satisfied when their health deteriorates (Gebhardt & Crump, 1990). 
Research shows that physically active employees have less stress levels and experience a lower level of job-related tension (Gebhardt & Crump, 1990). Thus, productivity can be raised by ensuring that employees have high energy and lower health risks (Oden et al., 1989; Proper, 2003). However, exercise facilities of any kind cost money, since they involve membership fees and promotional resources. Likewise, providing periods during working hours for employees to work out reduces their working time, which may also reduce productivity (Proper, 2003). 

3. Social support groups 
A social support group is an assembly of several employees in a group. It can be internet-based (Berthelsen et al., 2008; Colvin et al., 2004) or take place on-site (Denhardt et al., 2002). According to the conservation of resources theory, these people may suffer from stress due to poor social relationships (Hobfoll, 1989). 

The purpose of a social support group is to extend the social network, help people to recover from personal setbacks and share any problems connected with the job (Deniels & Guppy, 1994). This is especially helpful for employees who may feel alienated from others in their organisation (Colvin et al., 2004; Deniels & Guppy, 1994). Joining a successful social support group will enhance their ability to socialise, communicate and connect with other caregivers, thus fulfilling their need for the love level (Braithwaite et al., 1999). However, employees are not normally willing to spend extra time in the workplace. In other words, employees are demotivated by having to stay longer in the organisation, even if they are motivated by a social support group. If the social support group is conducted through the internet, it can be more conveniently accessed (Braithwaite et al., 1999). In contrast, computer-mediated groups can be limited (Colvin et al., 2004) in terms of time and the number of people (Braithwaite et al., 1999). 

4. Praising the Employee 
People will feel inferior when they make a great effort at work without being noticed (Nelson et al., 1994). They will have a feeling of abandonment and despair if their work is not recognised, and they may resort to alcohol or drug abuse in an attempt to gain some self-respect (ibid). This is based on an effort-reward imbalance (Siegrist, 1996; 1998). This problem can be handled by praising the employee publically without embarrassing him/her (Robison, 2006). Praise will be effective when superiors tell employees that they have dealt well with a difficult problem or done a good job (Kohn & Alfie, 1995). This can be a briefly mentioned at a meeting, a note can be posted on a notice board, or an email can be circulated. Certain employees may require more praise than others, such as young workers (Kohn & Alfie, 1995), new employees (Kohn & Alfie, 1995; Robison, 2006), and employees who lack confidence (Kohn & Alfie, 1995) will generally need more praise. 

The purpose of praise in organisation is to raise employees’ morale, self-esteem and work performance (Robison, 2006). Sincere and honest praise can motivate employees in the future (Nelson et al., 1994), and infrequent praise can maintain credibility and effectiveness, and avoid employees losing trust in praise (Kohn & Alfie, 1995). Also, praise should be targeted at specific merits and not a general task (ibid). Praise helps to reward employees, and increases the possibility that they will do a good job next time and put even more effort into their work (Robison, 2006). On the other hand, apart from praise, reprimands are also necessary, but these should always be private (Nelson et al., 1994) or use the “praise sandwich” (praise, blame, praise) (Kohn & Alfie, 1995). Apart from the advantages of praise, employees may be dependent on praise for their motivation to perform (ibid) and it will emphasise the difference of the relative position between employee and supervisor (ibid). 

5. Difficult job achievement 
People who are unfulfilled at the level of need for self-actualisation will be the least stressed in an organisation (Denhardt et al., 2002). This is because they are focused on personal issues outside the job, and they will only keep achieving what they want to achieve as long as what they want relates to the job (Huber, 1985; Denhardt et al., 2002). For example, an insurance salesman may want to break the sales record, and therefore, he/she will keep making an effort to do his/her job. This may motivate employees to become actively involved in the process of achieving organisational goals, so supervisors should act with them and encourage them to offer ideas and actively participate in the achievement process (ibid) (Denhardt et al., 2002). This is beneficial to their occupation even though they may be unfulfilled at the highest level of the hierarchy of needs (Huber, 1985; Denhardt et al., 2002). However, employees may be demotivated if they feel bored by a task (Huber, 1985). 

 Ways to motivate according to Theory X 
Theory X typically refers to Maslow’s Hierarchy of Need theory. 

 Ways to motivate according to Theory Y 
Since external factors cannot motivate Theory Y, the following strategies are proposed to motivate employees by job satisfaction and task achievement. 

1. Management by Objectives (Drucker, 1954) 
Management by Objectives is a process which permeates the entire company. Employees actively participate in setting beneficial goals. Management by Objectives is a systematic method which enables all employees and work groups to set goals that are arranged in a straight line with achieving the company's goals. Specific objectives are devised for employees in line with organisational objectives, and objectives at each level of the organisation are connected together. Thus, as each individual achieves his/her goal, the department achieves its goals, and in turn, the organisational objectives are met. 
This process involves four steps: setting goals, participating in decision-making, carrying out plans, and performance feedback. Top managers work with middle managers, and middle managers work with lower level managers, to set the goals for their departments. Each manager then works with employees in the department to set individual performance goals. Managers and employees can set goals together to participate in the decision-making step and set the evaluation process. 

2. Employee Empowerment (Cherrington, 1994) 
In this management style, managers act as advisers to make decisions. Empowerment involves the conferring of decision-making authority on employees by managers related to taking action in work tasks. The main reasons for implementing an empowerment programme are to obtain faster solutions to problems, to provide employees with growth opportunities, and to lower organisational costs, while allowing managers to perform several projects. Employees are given more responsibility in work and gain empowerment, and this increases their level of involvement, which in turn, provides them with a greater sense of satisfaction and higher levels of motivation. However, unimportant and boring tasks will reduce the effectiveness because loss of passion. 

3. Self-Management (Robbins, 2002) 
Self-management provides employees with the authority to make decisions such as budget, hiring people, and projects to be undertaken. Self-managed work teams mainly consist of up to ten people and are less supervised. Self-managed work teams are used by one in every five companies. 

It is important that a management style be chosen for the department and even the company. However, not all leaders are managers, and not all managers have been trained to be leaders. Managers enable employees to reach their goal by exercising good leadership skills, and leadership can also affect management styles. 

 Conclusion 

Motivation is a driving force to achieve goals, and there are a great many theories about motivation. Two of these are chosen for this essay, namely, Maslow’s Hierarchy of Needs and McGregor's Theory X and Theory Y. Although these were developed by different psychologists, they have the same approach in that, according to Theory Y, people need to satisfy the high levels of Maslow’s hierarchy. Thus, the motivation of Theory Y people can be driven by intrinsic factors such as job satisfaction and task achievement. On the contrary, according to Theory X, people can be motivated by extrinsic factors, such as salary and relationships. There are different ways to fulfil different levels of needs to motivate and maintain mental health. Nevertheless, Maslow’s Hierarchy of Needs theory is hard to establish as a fact because of cultural differences, counterpoints, abstract subjects and the fact that the needs overlap at each level. 
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