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ABSTRACT

This paper attempts to identify the factors of employee motivation and examining the relationship between employee
motivation and organizational effectiveness. Nowadays the Health sectors are operating in highly competitive market. In
such situation, motivation and employee performance are crucial instruments for any organization to achieve its goal.
Thus, the aim of this study is to establish a positive relationship between employee motivation and organizational
effectiveness, in health sectors, both Public and Private hospitals.
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INTRODUCTION

In Healthcare sector, mainly hospitals, both Gomesnt run Public hospitals or Private hospitals,| deth high risk
situation. Every step towards treatment of an gifsatient is crucial for the physical and mentalliveing of the patient
and also affect the family concerned. In such seena is important to focus on the interactioneeen the care givers
and the associates of the patient. If the emplogeesnotivated, their interaction with the patiemt,associates, can be
handled in much better ways, which may help to @gusifortunate events in hospitals which leaves tneg@mpact on the
organization both financially and socially in termisbrand name and good will. Corporate house®darmt times gives
more importance to factors that increase employerstivation. The study of literature shows the dast like
empowerment and recognition, increase employeevatain. This suggests that if empowerment and neitiog of
employees is increased, their motivation to work also improve, along with their accomplishmerasd lead to overall
increase in organization’s performance. On therotiamd, employee dissatisfactions caused by exeefs pressure or
monotonous jobs can adversely affect organizatipaebrmance. The organization should design thedés, policies and
their organizational structures to give space ® d@¢mployees to work well, appreciate them for tlaeiievements and

their task fulfillment.

Today the majority of the organizations are compgtio survive in fierce and volatile market. In kuc
circumstances, motivation and performance of eng#eyare crucial instruments for any organizatioadieve its goal.
Four theories have been taken into consideratiogivie an explanation to the discussion which rag@sal issues on
motivation and performance of an employee in thgaoization. These theories include: Maslow’'s Hiengrof Needs,

Herzberg Two Factor Theory, Hawthorne Study, Thetiheory Y and Vroom’s Expectancy Theory.
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Maslow’s Hierarchy of Needs Theory

As suggested by Maslow's Needs Theory, each pdrasrhis or her own needs and beliefs. It was mestidhat people
have a pyramid hierarchy, which entails satisfactib needs from bottom to top. Maslow’s Needs thasrformed in a
hierarchical way; such that physiological needseapo be in the bottom of the pyramid while selfualization- on top.
Abraham Maslow, was the first one to developedemmyy which starts from mere physiological subsiséeto needs for
belonging to a social circle, to pursuing one'smalthrough self-actualization. He divided eachspels needs into
physiological, safety, social, esteem, and selfigttation. The pyramid of needs can be categorimtxl physiological

and safety (deficiency needs) and belonging, sefeam and self-actualization (growth needs).

Maslow explains that in order for an individualerist, his needs to have food, water, sleep, biregtbtc. must
be fulfilled. The safety needs come after physimalgones. These safety needs are connected tsarpe home, health,
work, family, etc., where people need to feel se@lvout someplace they are going to sleep, howdteygoing to earn
money and, therefore, support their families. Adaag to Maslow’s Hierarchy of Needs Theory, jobdasrity or the fear
of lay-off will prevent the employee from fulfillon higher growth needs. He might work harder to s=the job but if the
security doesn’t return, he will move elsewherdulfill his needs. Those are also very strong needsch affect each
individual’'s behaviour and satisfaction. The Hietgr of Needs theory emphasizes that if the defaiemeeds remain
unfulfilled, the individual will feel the deficitand it would stifle the person from his developmenfrom climbing on to
the next step. So, all of the above things, aoessary in order for the person to be able to nfiorvgard and to work on
his personal traits. The next need is a need foakning. Every individual has the need to beldog particular group of
people in order to feel protected, no person warfeel alone and unwanted. The feeling of love affdction by an
individual makes him feel more confident and susttdsWhen the aforementioned three needs ardisdiis person can
move forward and experience the essentials in degipther people around him, confidence, achievepself-esteem,
recognition, etc. Each person wishes to feel tlahas a purpose in life and that he can set his goals. When an
individual is respected by another person, it affdds self-esteem and confidence. The last inMaslow’s Hierarchy
model is the need for self-actualization. All theyous needs were external factors associated théhindividual, and
this last need develops in the mind of the per$be. progression toward self-actualizing is very pboated and also very
delicate, since the needs here are not easily stodgl. A person might not be conscious of the caapbns he is facing

on this stage, as those needs are deeply roote@déoson’s inner analyses and beliefs.

Maslow’s Hierarchy of Needs theory can be a powedal in the hands of a manager. Managers canegmeht
some of the following inexpensive and easy techesqwhile others include expensive and long-termmiament from
the organization. If the manager can implement evdew of these strategies, then the organizatitinbe deemed as

people friendly and supportive of employee welfare.
Herzberg's Two-Factor Theory

In 1959 Frederick Herzberg developed the Two-Fatheory of motivation. Frederick Herzberg was aagb®jogist
interested in the correlation between employe¢udtti andworkplace motivationHis research showed that certain

factors were the true motivators or satisfiers. idgg factors, in comparison, created dissatisfactfothey were
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inadequate or absent. The dissatisfaction couldiberted by improvements in hygiene factors, besthimprovements
alone would not provide motivation. The two-factbeory is based on the assumption that there avesbis of factors

which influence motivation in the workplace, eittigrenhancing employee satisfaction or by hindeiting

The first of the two are called hygiene factorsraiherg used the term 'hygiene' to describe fadtwas cause
dissatisfaction in the workplace, that are extdn@r independent of the work itself), and are didkto things such as
working conditions, quality of leadership, compeitsg job security, organizational politics andat@nships between

peers, supervisors, and subordinates.

The second factor is the motivators or satisfigitsese are linked t@mployee motivatiorand arise from

intrinsic, or dependent, conditions of the job litsé&actors for satisfaction include job satisfaati responsibility,

recognition, opportunities for growth, achievemand advancement.

Herzberg showed that to truly motivate an emplogdrisiness needs to create conditions that makehimar

feel fulfilled in the workplace.

A manager must be sure to provide sufficient hygiéactors while at the same time building satisfier
motivators into employee jobs. In principle, hygefactors are necessary to make sure that a subtedis not

dissatisfied, and satisfiers are needed to motaatemployee to work towards a higher level of ganBince.
Hawthorne Study

Hawthorne study was designed to find out whetheysighl factors effect employees’ behaviour in tletdry or
workshop. It has not indicated any definite resutisvertheless, it helped to comprehend an additionportant issue.
After a study was concluded, it was found that woskstarted working harder after they have feltrowpd and better
attention from their managers. During the tenurdhef study, managers were continuously around #mjployees for
evaluating changes in their behaviour, and, asaltrat has triggered the workers willing to wamlore and harder. The
study also showed that the performance of the werkeas subjective to the capability of managershaodle the
communication within the group. Researchers hawe maderstood that a workplace is a social systenthie staffs, and
therefore it is extremely important to create anadhe working environment within the company f&' gémployees to feel

safe and composed.
Theory X and Theory Y

Another theory about employee’s motivation was tgyed by Douglas McGregor. This theory is callethé®ry X and
Theory Y’. Theory X claims that all workers try évoid extra tasks, because they dislike workingaréfrom that, it says
that people are afraid to take responsibility angstnbe guided and controlled most of the time.rduas that setting a
precarious environment within the company is inectrbecause there are only two proper ways ofvaiirtig: rewarding
and encouraging self-perfection. According to thisory, however, employees have to behave and awrérding to the
rules set by their managers. Theory Y, on the dtlhed, leaves a place for self-analyses and ciyaitivthe workplace. It
claims that an employee can motivate himself ineagant working environment. This theory assumasahworker will
not even be afraid to take responsibility and wwiflto work more and harder. It emphasizes an itamze of a pleasant

and satisfying environment within the company.
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Vroom’s Expectancy Model

The expectancy theory was proposed by Victor Vr@briale School of Management in 1964. Vrooms thetegls with
management and motivation. It assumes that betaisocaused by a making a conscious choice fronuraber of
alternatives, pleasure being maximized and pairimied. Vrooms realization was that an employeeggrmance is
based on individual factors such as skills, knog&edersonality, experience and abilities. The dation of expectancy

theory is based on three main beliefs:

Valence: This refers to the emotional orientations thatgdedave regarding rewards/outcomes, management

need to discover what people (employees) value;

Expectancy: Employees do not share the same levels of exjpatsadnd they have differing levels of confidence

in their own abilities. Management needs to idgraifid provide employees with resources, trainirdysupport.

Instrumentality: There is a difference between employee’s percemtfavhat they actually desire and what they
actually receive by way of rewards. Management seedensure that promises are honoured and thinfeift by

management of these promises is effectively comoatied. The link between the three beliefs candtedtas:

Motivation = Valence x expectancy
Thus, the Expectancy Theory implies the following:

» The managers can correlate the preferred outcantée aimed performance levels.

» The managers must ensure that the employees camvathe aimed performance levels.

e The deserving employees must be rewarded for éixeeptional performance.

* The reward system must be fair and just in the rirgaion.

» Organizations must design interesting, dynamicaradlenging jobs.

* The employees’ motivation level should be contihuassessed through various techniques such atajuesre,

personal interviews, etc.
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