Research highlights the most basic and major problem of non-motivation
1.0 ABSTRACT:
This research highlights the most basic and major problem of non-motivation, which companies face in today’s fast growing and highly competitive business environment.

This research has been conducted in a small branch of a multinational company at gross root level involving workers. This study adopted two-way approach; it helped the employees to raise their concern about working environment they are in, and the returns they are getting in comparison with the amount of efforts being made. On the other side it looked at the problem from manager’s point of view and their struggle to tackle it.

In this research, I also had a cross-view of the problem where employees suggested something for management to improve while manager advised some steps for the employees to look at. This kind of approach un-earthed some common issues which were fairly easy to deal with.

In conclusion, I ascertained some facts and constituents of the problem and some easy ways to address that. It is found that neglecting some tiny things about the welfare of employees actually worsens the situation while worker’s morale can be boosted with little but sincere effort
2.0 INTRODUCTION
An organisation is normally thought to be a composition of land, resources on land i.e machinery, building, and the workforce. In theory it looks quite obvious that if sufficient land and resources are provided to the workforce then an optimum output can be achieved, but in practice it is not that simple.

It is not only physical resources which drive a workforce to give desired results, but encouraging them to meet targets in time by rewarding them, is actually the key of success. This target oriented encouragement is often called “motivation”.

Absence of any kind of support to boost employee’s morale may lead to a progressive downfall of a company in all growth areas including profitability and brand value.

Advance research in motivation theories has led researchers to believe in theory of “Total Quality Management” where every employee is appreciated to act as a “manager” in his/her own capacity and think that his/her own particular actions are the major contributors in company’s success. It is true that adopting a TQM culture is not a piece of cake for an organisation as major companies have attempted to employ a TQM culture unsuccessfully, but it is also true that even being partially successful in employing TQM culture, these companies has realized a greater and energetic involvement of employees in all process cycles leading to a surprising greater output with minimum wastage constituting an appreciable profit margin.
2.1 IMPORTANCE OF STUDY:
This study will explore the real life problem of profitability loss which most companies face due to non-motivation of its employees. Companies invest huge amounts of money in modernizing their structure, machineries and equipments. They also invest massive amounts of the budget in advertizing and promoting their brands but still face problems of slow production in response to the market demand, non achievement of target production, increased man-hours in comparison with output, increased wastage, losing customer’s confidence in brand and overall net profit losses.

All above problems are often the result of a non-motivated work force, that is why, the managers in a company struggle to find out the reasons behind problem.

There could be countless reasons of low morale of an employee which could range from low salary, no performance bonus, poor remuneration package and poor/un-safe working environment to the ethical issues i.e. culture, religion, sex and discrimination.

This study will critically focus on the reasons which constitute poor motivation and will attempt to reach to a solution.
2.2 LIMITATION OF STUDY:
In this research, the following areas will not be covered because of limitation of time and resources, and these are also out of focus of my intended research.

The customer’s point of view (feedback) about the progress/decline of company.

The company’s performance measured solely on financial grounds with no inter-relation with its internal human resource components.

Coverage of all aspects of company to which the damage penetrates, as the research will only cover the major areas i.e. profitability loss and brand value.

Any damages/affects happened to company which were not caused by non-motivation i.e. global recession, take-over, part liquidization (shrinkage), financial shake-up and major reforms.
2.3 HYPOTHESIS:
Non-motivation of employees in an organization seriously affects its profitability and growth.
2.4 OBJECTIVES

Actions

Objectives
To identify

Root causes of the problem.

To Ascertain

Which major growth areas of a company are worst affected by the problem

To Explore

The level and amount of damages to the growth of the company caused by the problem.

To Tackle

The problem dynamically by looking at the both sides of the picture.
3.0 METHODOLOGY AND RESEARCH DESIGN:

3.1 Quantitative or Qualitative Method:
As per the nature of the topic of research, this study will mainly depend on “Qualitative Research Method”. Qualitative data will be collected through interviews from managers and questionnaires from employees. However some of the questions in interviews and questionnaires will be designed to collect the quantitative data as well so the opinion and point of view of workforce can be shown in graphs. It will help to show the different concerns, opinions and recommendations of the employees in graphs.
3.2 Data Collection and Sources:
Primary data will be collected through interviews and questionnaires while secondary data will be collected through books, journals, articles and websites.
3.3 Targeted Population:
A small branch of a multinational company will be chosen for case study, which will have a workforce of about 25 to 45 employees. This intended size of the branch is selected in order to include entire workforce in study and to keep research in control.
3.4 Order of the research stages:
The research will be conducted in following stages;-

First Stage: Secondary data will be consulted. Various existing literatures related with problem will be studied/reviewed to get a basic guideline for research.

Second Stage: An organisation will be chosen for case study. Primary data will be collected through conducting the surveys in that organisation. Interviews will be conducted from managers to get an overview of the problem while a well structured questionnaire will be developed for the employees to help extract the constituents of the problem.

Third Stage: Findings will be accumulated and critically analysed in order to ascertain the root causes of the problem and to reach to a factual conclusion.

Forth Stage: Results of critical analysis will form the basis of recommendations.
3.5 Implementation Plan:
September 2010: Secondary data will be studied in order to know about the research already done on the topic and to get a guideline for my research.

Supervisor will be consulted to discuss the basic grounds of research.

October 2010: Primary data will be collected through interviews and questionnaires.

Secondary data will be researched in order to find the correlation between the problem, primary data and past proven theories (secondary data).

Research work will be shown to the supervisor for his comments, corrections and further guidance.

November 2010: Critical analysis of primary and secondary data will be done in order to reach to a factual conclusion and to find possible solution (if any) to the problem.

Research work will be shown to the supervisor for his comments, corrections and further guidance.

December 2010: Written work of dissertation will be completed and will be shown to the supervisor for his final comments and corrections before submitting the End Product.

Final dissertation will be submitted in mid-December 2010.
3.6 Limitation of the methodology:
This study will not include surveying the customers of the company to know their opinion about company’s credibility, satisfaction about brand and overall trust. Because of the limitation of time and resources it will not take into account or research on global factors, which indirectly and somehow affects a company’s workforce.
4.0 Literature Review
Researching about the causes and effects of Non-Motivation, creates first and very basic question that “What is Motivation”? Over the past so many decades, countless authors and researchers explored the topic dynamically and came with a variety of definitions, i.e. “Motivation is the activation or energization of goal-orientated behavior” Martin E.P Seligman (1990). In this definition the author perceives motivation as an igniting factor of one’s desire and crave to achieve something which may boost his/her self-esteem to achieve desired target. This shows a similarity to the fire triangle, where oxygen and fuel are present but fire will not start until any igniting substance is not present.

Similar approach to the argument is made by Edward L. Deci, Richard M. Ryan (1985) “The study of Motivation is the exploration of the energization and direction of behavior”. It also supports the argument that motivation is actually the exaggeration of intrinsic desires hidden in human behavior; it is a “driving force to do something”.

Now this leads to some consequential questions that “why one wants to achieve something? And what drives him/her to do so? Researchers have revealed and jointly agreed upon the division of motivation into basic categories of intrinsic motivation and extrinsic motivation, “For almost three decades, two distinct type of motivation have been of interest to researching in psychology: intrinsic motivation and extrinsic motivation” Edward L. Deci, Richard M. Ryan (2002). The author further defines both basic categories of motivation; “The concept of intrinsic motivation (IM) refers to behavior performed out of interest and enjoyment. In contrast, extrinsic motivation (EM) pertains to behaviors carried out to attain contingent outcomes”, Edward L. Deci, Richard M. Ryan (2002). Agreeing to the author’s definition, intrinsic motivation reflects an ambition of a person to achieve such goals which he/she wants him/herself without the need of any external influence or pressure. These goals, desires and needs could range from fundamental needs i.e. food, clothes, house and money, to the secondary desires i.e. success, richness, admiration, recognition, value and uniqueness.

As intrinsic motivation reflects an individual’s internal desires and needs he/she wants to meet, Abraham H. Maslow (1943) presented a theory of human’s basic needs. This theory is called “Maslow’s hierarchy of needs”. Maslow defined basic human needs in a five stage hierarchy; he categorized them from fundamental to the secondary level.

This diagram interprets “Maslow’s hierarchy of needs”, Abraham H. Maslow (1943), “A Theory of Human Motivation”.

Maslow’s research in human motivation led him to explore that a human being’s needs start from a very fundamental level which he described as “physiological”, this level includes human needs like, breathing, food, water, sex, sleep, homeostasis and excretion. These needs are such a basic that a human being cannot live without them and these are vital for survival of life.

Maslow’s hierarchy of needs can be better understood by assuming it like a staircase therefore first step needs to be climbed before progressing to the second one. The second level of this hierarchy shows “Safety”. After satisfaction of vital survival needs, a person needs safety or rather assurance of safety of the social life ingredients which include personal safety and well being, job, health, property, pension and all other financial securities which constitute a secure financial future.

Third step of Maslow’s hierarchy is social one, referred as “Love”. Apart from tangible things, a person needs intangible social elements in his life i.e. family’s love, friendship and sexual intimacy. A human being is often called a social animal that is why a person cannot live without these zests of life.

First three levels of Maslow’s hierarchy of needs reflects an individual’s needs depending on tangible things and emotional necessities, but from forth level, a secondary stage of a person’s needs start, from this level human needs evolve from fundamental to the superficial level. This level defines the need of (self) esteem.

A human being wants to be recognized by others as a respectable person. In a civilized society, peoples respect each other and in return they want to be respected in same way.

Sometimes a person wants greater amount of respect (fame) and he/she strives for this by achieving a distinctive success. This crave for fame boosts one’s self-esteem thus self-confidence.

Fifth level of this hierarchy contains “self-actualization”. Abraham H. Maslow (1954) said “What a man can be, he must be”, this statement actually forms the basis of this level. It describes a person’s need to become, what he want to become. Everybody in this world wants to see him/herself at a better place/stage in next coming years. For this purpose every person has his/her own future strategy and he/she strive hard to achieve his/her goals. This crave to achieve something internally motivates a person so that he/she utilizes his/her potential energies and capabilities to make dreams come true.

Inversely to the intrinsic motivation, the extrinsic motivation depends on external driving forces i.e. pressure, force, competition and rewards on target achievement. Lawanda S. Rutledge (2008) explains extrinsic motivation as “Behavior changes and influences controlled by external factors are extrinsic motivators …………. money, rewards, perks and insurance are example of extrinsic motivators”. She gave examples of extrinsic motivation i.e. a person running in marathon is extrinsically motivated to win the gold medal and a student who consistently attends the class and pays tuition is extrinsically motivated to get a degree.
Diagram illustrated from “A level psychology through diagrams” By Grahame Hill 2001, P.250
Lawanda S. Rutledge (2008) further defines extrinsic motivation as “External rewards are motivating factors in extrinsic motivation, as the power of influence and persuasion continues to fascinate the human mind”. The author agrees that extrinsic motivation solely depends on external motivating factors and in absence of such rewards an optimum performance cannot be obtained from a person in question.

In the light and guidance of above argument it is clear that a company needs to create a competitively rewarding working environment to extrinsically motivate its workers in order to get best possible results. Workers in a company are intrinsically motivated to work as per daily routine to get salary but getting their best output extensively needs the presence of a rewarding scheme.

Douglas McGregor (1960) an American social psychologist, presented X-Y theory in which he described

Kenneth W. Thomas 2002 highlights that, as today’s business environment is constantly changing and accommodating global impacts due to world issues i.e. world wars, recessions, economic growth race and industrial revolution etc, this has vastly influenced workers intentions toward work and organization’s policies about recruitment, training and retention of work force. “Today’s organizations can no longer offer guaranteed employment and a pension in return for worker loyalty and obedience. And workers with dull jobs are less willing to grit their teeth and hang on for the mere possibility of an eventual pension. Workers have been forced to take more responsibility for their own careers, going where the work is rewarding and where they can develop skills that will guarantee their employability” Kenneth W. Thomas 2002.

As businesses intend to adopt cost saving methods hence limited- time-contract jobs are being advertised which often demand pre-trained and experience professionals. These jobs with impulsive high salaries attract peoples but in long run these are much lower remuneration packages as compared with traditional permanent jobs having company provided benefits of health insurance, bonuses and pensions.

Kenneth W. Thomas 2002 further defines that, this change in employment trends has realized peoples to invest more in their own qualifications in order to become highly qualified hence highly demanded in job market. As today’s workers are much more aware of their own interpersonal skills and much more professional so the companies struggle to retain quality workers “As workers have become more likely to leave unrewarding jobs, the loss of good workers has become less tolerable. With global competition, few organizations can afford the cost of recruiting and training replacements for many of their workers…………Even the military, which traditionally fills a job-training role for society, is struggling to reduce turnover in an era of tighter money” Kenneth W. Thomas 2002. He insisted the point that the costs of recruiting and training new peoples and bringing them upto the required professional level are so high that companies try their best to retain existing experienced and trained workforce by offering them extrinsic rewards.
5.0 RESEARCH OUTCOMES:

5.1 Expected Findings and Results:
I expect that my research will explore the root causes of non-motivation of employees in my chosen company. This study will give an in-depth view of the problems which workers face. It will also discover the hurdles which managers face in order to motivate the workforce and the workload they have to deal with, working with poorly motivated employees.

Interviews with managers will give a detailed profile of the problem, their point of view and their approaches to address it, while a range of workers will be given questionnaire to help them answer the targeted questions, it will give them opportunity to raise their concerns about working conditions, remuneration package and if they want to give any suggestion for the betterment of environment and to increase company’s productivity and profitability.

I expect that the methods adopted in my research will produce sufficient factual data for analysis, conclusion and to give recommendations.
5.2 Anticipated Problems:
As my research include interviews and surveys, so the problems I expect to come across my way are;

Difficulty in getting time/appointment from the managers and employees.

Typical human nature finds it boring to answer any questionnaire or survey which take their precious time and give nothing in return.

The topic of my research is very sensitive. Religious and cultural values in different parts of the worlds affects an individual in different way, so the findings could be variant and defiant to the reader’s point of view and expectations.
5.3 Dealing with unexpected:
However my strategy and approach towards research is preset and pre-determined but un-expectancy of the events cannot be ruled out, that is why I have kept a sense of flexibility in my schedule and research methods. I have allotted sufficient time for the available and intended sources for research in order to extract the intended data
