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IX.
Integrating the Approaches to Motivation



A.
Each approach emphasizes different contributors to motivation.



B.
Job Satisfaction
Learning objective 6
Define job satisfaction and organizational morale. (Text pages 288-291)


 
1.
Job satisfaction is an individual’s general attitude about his or her job.


 
2.
Five components of job satisfaction:



 

a.
attitude toward work group



 

b.
general working conditions



 

c.
attitude toward company



 

d.
monetary benefits



 

e.
attitude toward supervision



 
3.
The individual’s attitudes toward the work itself and toward life in general also affect job satisfaction.



 
4.
Job satisfaction is the individual’s mind-set about the job, which can be both positive and negative.



 
5.
Organizational morale refers to an individual’s feelings of being accepted by and belonging to a group of employees through:



 

a.
common goals



 

b.
confidence in the desirability of those goals



 

c.
progress toward these goals.



 
6.
Morale is related to group attitudes, whereas job satisfaction is more of an individual attitude.
	PowerPoint 10-10
Integrating the Approaches to Motivation (Refers to text pages 288-290)
Bonus Case 10-2
Using Compensation to Motivate
This case presents one manager’s motivation incentive: a quarterly bonus for employees if labor costs are kept below 11% of company sales. See complete case, discussion questions, and suggested answers on page 10.34 of this manual.

lecture link 10-3
The L Factor

According to one author, likeability, not intimidation, is the real key to conquering the workplace. See complete lecture link on page 10.24 of this manual.
TEXT Figure 10.8

The Relationship Between Different Motivation 
Approaches (Text page 289)
lecture link 10-4
Smucker’s: Jams and Thank-Yous

A key motivation philosophy at J. M. Smucker is to say “thank you” for a job well done. See complete lecture link on page 10.26 of this manual.

	ETHICAL MANAGEMENT (Text page 289)
Jon Bennett has convinced his employer, ABC Industries, to create an incentive program, tying employee bonuses to specific cost and revenue targets. The employees have responded with many cost-saving measures. However, due to price cutting by competitors, revenue targets have not been reached. The owners have cancelled the bonus program and the holiday party.

1.
Do you agree with the owners’ decision not to pay out the bonuses? Why or why not?
The owners have reneged on their implied promise of bonuses for increased performance. Now employees have no reason to believe that their good performance will lead to positive outcomes. The actions of competitors are beyond the control of individual employees. They have accomplished the goals set for them and deserve rewards of some sort. Financial performance is only one measure of success. The program achieved its goals of reducing employee turnover and increased productivity. Cancelling the bonuses is a very bad idea.

2.
How do you think the employees will react?
The next time management asks for increased performance, employees will be less likely to give it. If they do not trust that their efforts will lead to positive rewards, they will not be motivated to achieve organizational goals.

3.
What could the owners have done to salvage the situation and maintain the increased levels of productivity and creativity at ABC Industries?
The company grew eight percent due to employee efforts. Admittedly not the 15% that had been projected, but an increase nonetheless. A scaled-back bonus program would be better than no bonus at all. And revive the holiday party – the employees need to have some fun.

	

C.
The Satisfaction-Performance Controversy



 
1.
Most managers believe that a satisfied worker will automatically be a good worker.



 
2.
Some research questions whether employee satisfaction leads to improved performance.



 
3.
The satisfaction-performance relationship is more complex.



 

a.
Job satisfaction has a positive impact on turnover and absenteeism.



 

b.
But a satisfied employee is not necessarily a high performer.



 
4.
Both internal and external factors affect an individual’s level of satisfaction.



 
5.
Satisfaction and motivation are not the same thing.



 

a.
Satisfaction is determined by the comfort of the environment.



 

b.
Motivation is related to the value of the rewards.

Progress Check Questions (Text page 291)
1. What are the five major components of job satisfaction?

2. Define the term organizational morale.

3. Consider the organization you currently work for or one you have worked for in the past. How would you describe the morale of that organization? Explain.

4. Explain the difference between satisfaction and motivation.
	Bonus Case 10-3
Managing Volunteers

How does motivating volunteers differ from managing employees? See complete case, discussion questions, and suggested answers on page 10.36 of this manual.
TEXT Figure 10.9

Determinants of Satisfaction and Dissatisfaction 
(Text page 291)
PowerPoint 10-11
The Satisfaction-Performance Controversy
(Refers to text page 291)



THE WORLD OF WORK
You Can’t Please Everyone (Text page 292)
Tony has reviewed the employee suggestions for employee rewards program and found a wide range of ideas as to what his staff would like as rewards. Tony is a bit concerned that he has too many ideas and is not sure how to merge all these ideas into one employee of the month program that works for everyone.

1.
Were the suggestions that Tony received really that surprising? Why or why not?

The suggestions reflect how individuals assess their own needs. What Tony can learn from this is an understanding that what management might view as a good employee reward program is not necessarily the same as what employees view. Employees are thinking more individually, whereas Tony is thinking as the manager. He is looking for something that can work for the majority of employees, and now has a lot to consider as he puts together the new employee of the month program. 

2.
How do these suggestions relate to Abraham Maslow’s hierarchy of needs?

Maslow’s theory of the hierarchy of needs states that individuals are motivated to satisfy a number of needs, from psychological, safety, social, esteem, and finally self-actualization, with the very basic needs as the first priority. The next unfilled need in ascending is what motivates individuals. The employees of Taco Barn reflect this. Employees with young children will be motivated by basic hygiene needs. Other workers are more motivated by belonging or social needs. The two-income workers are less likely to be motivated by money. To motivate them, the reward will have to be based on esteem or self-actualization needs.
3.
Was it a good idea to create the expectation that the employees could pick their own award? Why or why not?

One of the keys to successful positive reinforcement is that all people should not be rewarded the same way, but rather based on their overall performance. If Tony can develop an employee reward program that truly recognizes the employees’ hard work, this approach could be successful.

4.
What should Tony do now?

Tony needs to look at his own store’s goals and put a plan together that works in conjunction with the expected outcome he is seeking. He can tailor employee rewards to specific areas that need excellent employee effort and attention, such as customer service, store cleanliness, cost savings where possible, outside store appearance, employee appearance, store organization, scheduling, attendance, inventory and ordering, and store sales.
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