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Moti
v
a
tion
Moti
v
a
tion
 
theo
r
y
 
e
x
amines
 
the
 
dif
f
e
r
e
n
t
 
ideas
 
th
a
t
 
h
a
v
e
 
e
v
ol
v
ed
 
or
 
been
 
p
r
o
-
 
posed
 
o
v
er
 
the
 
la
s
t
 
ce
n
tu
r
y
,
 
each
 
of
 
which
 
p
r
opose
 
dif
f
e
r
e
n
t
 
m
e
thods
 
and
 
t
ech
-
 
niques
 
of
 
g
e
tting
 
the
 
be
s
t
 
per
f
ormance
 
f
r
om
 
the
 
w
ork
f
o
r
ce.
 
E
f
f
ecti
v
e
 
moti
v
a
tion
 
c
r
e
a
t
es
 
the
 
desi
r
e
 
and
 
ene
r
gy
 
t
o
 
c
ompl
e
t
e
 
t
as
k
s
 
i
n
v
ol
v
ed
 
in
 
a
 
job
 
t
o
 
the
 
highe
s
t
 
possible
 
s
t
anda
r
d.
 
Moti
v
a
tion
 
c
r
e
a
t
es
 
c
ommitme
n
t
 
t
o
 
the
 
job
 
and
 
the
 
empl
o
y
e
r
.
) (
The
 
f
oll
o
wing
 
ideas
 
and
 
theories
 
of
 
moti
v
a
tion
 
of
f
er
 
dif
f
ering
 
(but
 
som
e
times
o
v
erlapping)
 
philosophies
 
f
or
 
c
r
e
a
ting
 
a
 
moti
v
a
t
ed
 
w
ork
f
o
r
ce:
) (
T
a
ylo
r
’
s
 
theo
r
y
 
of
 
scie
n
tific
 
mana
g
eme
n
t
 
–
 
the
 
science
 
of
 
w
ork
) (
F
r
ederick
 
Winsl
o
w
 
T
a
ylo
r
,
 
who
 
w
r
o
t
e
 
in
 
the
 
l
a
t
e
 
nin
e
t
ee
n
th
 
and
 
early
 
t
w
e
n
ti
e
th
 
ce
n
turies,
d
e
v
eloped
 
the
 
idea
 
of
 
w
ork
 
s
tudy
 
or
 
time
 
and
 
motion
 
s
tud
y
.
 
T
a
ylo
r
’
s
 
i
n
v
e
s
ti
g
a
tions
 
i
n
t
o
 
h
o
w
) (
V
r
oom,
 
P
or
t
er
 
and
 
L
a
wle
r
’
s
 
e
xpec
t
ancy
 
theories
) (
Herzbe
r
g
’
s
 
t
w
o
-
f
ac
t
or
 
theo
r
y
) (
Masl
o
w
’
s
 
hie
r
a
r
c
h
y
 
of
 
needs
) (
M
a
y
o
 
and
 
the
 
H
a
w
thorne
 
e
xperime
n
ts
) (
T
a
ylo
r
’
s
 
theo
r
y
 
of
 
scie
n
tific
 
mana
g
eme
n
t
)
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jo
b
s
 
w
e
r
e
 
per
f
ormed
 
all
o
w
ed
 
him
 
t
o
 
b
r
eak
 
t
as
k
s
 
d
o
wn
 
i
n
t
o
 
their
 
basic
 
c
ompone
n
ts.
 
He
 
w
as
then
 
able
 
t
o
 
design
 
jo
b
s
 
so
 
th
a
t
 
c
ompl
e
tion
 
of
 
the
 
t
as
k
s
 
w
as
 
done
 
in
 
as
 
simple
 
and
 
e
fficie
n
t
a
 
manner
 
as
 
possible.
) (
In
 
T
a
ylo
r
’
s
 
vi
e
w
,
 
w
or
k
e
r
s
 
c
an
 
p
r
oduce
 
mo
r
e
 
output
 
if
 
r
esponsibility
 
f
or
 
decision-making
and
 
planning
 
a
r
e
 
r
em
o
v
ed.
 
W
or
k
e
r
s
 
should
 
not
 
h
a
v
e
 
t
o
 
think,
 
th
e
y
 
should
 
ju
s
t
 
do.
 
His
o
b
se
r
v
a
tions
 
also
 
indi
c
a
t
ed
 
th
a
t
 
a
 
c
onsi
s
t
e
n
t
 
app
r
oach
 
b
y
 
w
or
k
e
r
s
 
w
as
 
the
 
be
s
t
 
w
a
y
 
of
achi
e
ving
 
this.
 
He
 
a
r
gued
 
th
a
t
 
in
 
each
 
w
orkplace
 
the
 
m
e
thods
 
used
 
b
y
 
the
 
mo
s
t
 
e
fficie
n
t
w
or
k
e
r
s
 
should
 
be
 
utilised
 
by
 
all
 
w
or
k
e
r
s.
 
The
r
e
f
o
r
e,
 
w
or
k
e
r
s
 
should
 
be
 
t
r
ained
 
t
o
 
w
ork
 
t
o
the
 
model
 
used
 
b
y
 
those
 
who
 
p
r
oduce
 
mo
s
t
 
output.
 
This
 
idea
 
of
 
scie
n
tific
 
mana
g
eme
n
t
t
a
k
es
 
wh
a
t
 
is
 
c
alled
 
a
 
‘
t
as
k
-orie
n
t
a
t
ed’
 
app
r
oach
 
t
o
 
managing
 
w
or
k
e
r
s.
 
This
 
means
 
th
a
t
 
the
w
or
k
e
r
s
 
a
r
e
 
ju
s
t
 
thoug
h
t
 
of
 
as
 
‘machines’
 
f
or
 
c
ompl
e
ting
 
t
as
k
s.
) (
Scie
n
tific
 
mana
g
eme
n
t
 
in
 
p
r
actice
) (
T
a
ylo
r
’
s
 
ideas
 
of
 
scie
n
tific
 
mana
g
eme
n
t
 
based
 
moti
v
a
tion
 
on
 
financial
 
r
e
w
a
r
ds.
When
 
applied
 
t
o
 
the
 
w
orkplace,
 
the
r
e
 
a
r
e
 
s
e
v
e
r
al
 
f
e
a
tu
r
es
 
th
a
t
 
cha
r
ac
t
erise
 
scie
n
tific
mana
g
eme
n
t.
 
These
 
a
r
e:
) (
•
•
) (
w
or
k
e
r
s
 
a
r
e
 
paid
 
f
or
 
c
ar
r
ying
 
out
 
specific
 
t
as
k
s
 
–
 
th
e
y
 
a
r
e
 
not
 
paid
 
f
or
 
thinking;
th
e
y
 
a
r
e
 
paid
 
f
or
 
l
e
v
els
 
of
 
output
 
p
r
oduced;
 
this
 
i
n
v
ol
v
es
 
the
 
use
 
of
 
piece-
r
a
t
e
p
a
yme
n
ts;
the
r
e
 
is
 
a
 
t
all
 
hie
r
a
r
c
h
y
 
within
 
o
r
g
anis
a
tions,
 
with
 
little
 
s
c
ope
 
f
or
 
u
p
w
a
r
d
c
ommuni
c
a
tion;
the
 
be
s
t
 
(mo
s
t
 
e
fficie
n
t)
 
m
e
thod
 
of
 
w
orking
 
is
 
t
o
 
be
 
ado
p
t
ed
 
b
y
 
all
 
w
or
k
e
r
s;
close
 
supe
r
vision
 
of
 
w
or
k
e
r
s
 
and
 
moni
t
oring
 
of
 
per
f
ormance
 
e
xi
s
ts.
) (
•
) (
•
•
) (
T
a
ylor
 
thoug
h
t
 
of
 
scie
n
tific
 
mana
g
eme
n
t
 
as
 
the
 
be
s
t
 
w
a
y
 
of
 
achi
e
ving
 
this.
 
The
 
adop
tion
of
 
his
 
m
e
thods
 
led
 
t
o
 
la
r
g
e
 
inc
r
eases
 
in
 
p
r
oductivity
 
and
 
w
as
 
the
 
f
ound
a
tion
 
of
 
the
 
mass-
p
r
oduction
 
t
echniques
 
applied
 
by
 
Hen
r
y
 
F
o
r
d
 
and
 
ma
n
y
 
othe
r
s.
 
W
e
 
n
o
w
,
 
of
 
c
ou
r
se,
r
ealise
 
th
a
t
 
l
o
w
-
c
o
s
t
 
labour
 
manu
f
acturing
 
m
a
y
 
not
 
be
 
the
 
only
 
k
e
y
 
t
o
 
success
 
with
 
the
much
 
g
r
e
a
t
er
 
emphasis
 
th
a
t
 
is
 
n
o
w
 
placed
 
on
 
qualit
y
.
 
The
r
e
 
is,
 
non
e
theless,
 
s
till
 
a
 
r
ole
 
f
or
scie
n
tific
 
mana
g
eme
n
t.
 
When
 
c
omp
e
titi
v
eness
 
in
 
labou
r
-i
n
t
ensi
v
e
 
indu
s
tries
 
depends
 
on
c
o
s
ts
 
being
 
k
e
p
t
 
t
o
 
a
 
minimum,
 
then
 
y
ou
 
will
 
find
 
th
a
t
 
the
 
ideas
 
of
 
T
a
ylor
 
a
r
e
 
s
till
 
being
used
 
t
od
a
y
.
 
Consider
 
f
a
s
t
-
f
ood
 
chains,
 
with
 
their
 
100-pa
g
e
 
manuals
 
on
 
how
 
t
o
 
p
r
epa
r
e
 
a
) (
T
o
 
quo
t
e
 
f
r
om
 
T
a
ylor:
‘
..
.
wh
a
t
 
the
 
w
orkmen
 
w
a
n
t
 
f
r
om
 
empl
o
y
e
r
s
 
b
e
y
ond
 
a
n
y
thing
 
else
 
is
 
higher
 
w
a
g
es:
 
wh
a
t
 
empl
o
y
e
r
s
 
w
a
n
t
 
f
r
om
 
w
orkmen
 
mo
s
t
 
of
 
all
 
is
 
low
 
labour
 
c
o
s
ts
 
in
 
manu
f
actu
r
e
.
’
)
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bu
r
g
e
r
,
 
with
 
little
 
or
 
no
 
r
esponsibility
 
placed
 
on
 
the
 
w
or
k
er
 
apart
 
f
r
om
 
mai
n
t
aining
 
a
 
l
e
v
el
 
of
output.
 
Ma
n
y
 
global
 
f
a
s
t
-
f
ood
 
chains
 
utilise
 
a
 
scie
n
tific
 
mana
g
eme
n
t
 
app
r
oach
 
b
y
 
p
r
oducing
the
 
same
 
p
r
oduct
 
on
 
high
 
s
t
r
e
e
ts
 
all
 
o
v
er
 
the
 
w
orld.
) (
M
a
y
o
 
and
 
the
 
H
a
w
thorne
 
e
xperime
n
ts
El
t
on
 
M
a
y
o
 
and
 
his
 
t
eam
 
w
or
k
ed
 
in
 
the
 
l
a
t
e
 
1920s
 
and
 
early
 
1930s
 
a
t
 
Gene
r
al
 
Electric
 
Compa
n
y
’
s
 
H
a
wthorne
 
w
or
k
s.
 
In
 
a
 
w
orkplace
 
i
n
v
e
s
ti
g
a
ti
v
e
 
s
tudy
 
th
e
y
 
w
e
r
e
 
t
r
ying
 
t
o
 
d
e
v
elop
 
T
a
ylo
r
’
s
 
scie
n
tific
 
principles.
 
Ho
w
e
v
e
r
,
 
th
r
ough
 
their
 
w
ork
 
th
e
y
 
dis
c
o
v
e
r
ed
 
th
a
t
 
g
r
oup
 
dynamics
 
c
ould
 
be
 
mo
r
e
 
impor
t
a
n
t
 
than
 
a
n
y
 
f
orm
 
of
 
financial
 
moti
v
a
tion
 
in
 
d
e
t
ermining
 
the
 
p
a
t
t
ern
 
of
 
w
ork
 
and
 
w
orking
 
p
r
actices.
 
This
 
r
esea
r
ch
 
also
 
sho
w
ed
 
th
a
t
 
the
 
w
a
y
 
g
r
ou
p
s
 
of
 
people
 
a
r
e
 
t
r
e
a
t
ed,
 
and
 
the
 
w
a
y
 
th
a
t
 
th
e
y
 
e
xpect
 
t
o
 
be
 
t
r
e
a
t
ed,
 
a
f
f
ec
t
ed
 
the
 
w
a
y
 
th
a
t
 
th
e
y
 
w
or
k
ed.
) (
The
 
aim
 
of
 
the
 
s
tudy
 
w
as
 
t
o
 
e
s
t
ablish
 
the
 
impact
 
of
 
dif
f
e
r
e
n
t
 
c
onditions
 
of
 
w
ork
 
on
empl
o
y
ee
 
p
r
oductivit
y
.
 
Initiall
y
,
 
M
a
y
o
 
e
x
amined
 
the
 
e
f
f
ect
 
of
 
chan
g
es
 
in
 
the
 
f
ac
t
o
r
y
e
n
vi
r
onme
n
t
 
such
 
as
 
lig
h
ting
 
and
 
humidit
y
.
 
He
 
then
 
w
e
n
t
 
on
 
t
o
 
s
tudy
 
the
 
e
f
f
ect
 
of
 
chan
g
es
in
 
empl
o
yme
n
t
 
ar
r
an
g
eme
n
ts
 
such
 
as
 
b
r
ea
k
s,
 
hou
r
s
 
and
 
mana
g
erial
 
leade
r
ship.
 
His
 
main
c
onclusion
 
w
as
 
th
a
t
 
the
 
p
r
e
v
ailing
 
vi
e
w
 
of
 
the
 
time,
 
th
a
t
 
people
 
w
e
n
t
 
t
o
 
w
ork
 
pu
r
ely
 
f
or
mon
e
y
,
 
w
as
 
fl
a
w
ed.
 
W
ork
 
mea
n
t
 
much
 
mo
r
e
 
t
o
 
people
 
than
 
simply
 
earning
 
mon
e
y
.
 
It
 
w
as
fi
r
s
t
 
and
 
f
o
r
emo
s
t
 
a
 
g
r
oup
 
activity
 
in
 
which
 
other
 
people
 
and
 
their
 
beh
a
viour
 
a
f
f
ec
t
ed
 
h
o
w
w
ell
 
people
 
w
or
k
ed.
 
Mo
r
ale
 
and
 
p
r
oductivity
 
w
e
r
e
 
a
f
f
ec
t
ed
 
not
 
so
 
much
 
b
y
 
the
 
c
onditions
in
 
which
 
people
 
w
or
k
ed
 
but
 
b
y
 
the
 
r
e
c
ognition
 
th
e
y
 
r
ecei
v
ed.
 
The
 
rises
 
in
 
p
r
oductivity
 
w
e
r
e
achi
e
v
ed
 
under
 
the
 
i
n
t
e
r
e
s
t
ed
 
e
y
e
 
of
 
the
 
o
b
se
r
v
e
r
s;
 
not
 
be
c
ause
 
the
 
c
onditions
 
made
 
the
w
or
k
e
r
s
 
f
eel
 
g
ood
 
but
 
be
c
ause
 
the
 
w
or
k
e
r
s
 
f
elt
 
v
alued.
) (
As
 
a
 
r
esult
 
of
 
the
 
e
xperime
n
ts
 
M
a
y
o
 
su
g
g
e
s
t
ed
 
th
a
t
 
moti
v
a
tion
 
a
t
 
w
ork
 
w
as
 
p
r
omo
t
ed
 
b
y
such
 
f
ac
t
o
r
s
 
as:
) (
•
•
•
•
•
•
) (
g
r
e
a
t
er
 
c
ommuni
c
a
tion;
b
e
t
t
er
 
t
ea
m
w
ork;
sh
o
wing
 
an
 
i
n
t
e
r
e
s
t
 
in
 
othe
r
s;
i
n
v
olving
 
othe
r
s
 
in
 
decision-making;
ensuring
 
the
 
w
ellbeing
 
of
 
othe
r
s;
making
 
w
ork
 
i
n
t
e
r
e
s
ting
 
and
 
non-
r
ep
e
titi
v
e.
) (
F
r
om
 
M
a
y
o
’
s
 
w
ork
 
the
 
Human
 
R
el
a
tions
 
School
 
of
 
moti
v
a
tion
 
and
 
mana
g
eme
n
t
 
d
e
v
eloped.
The
 
f
oll
o
w
e
r
s
 
of
 
this
 
school
 
of
 
mana
g
eme
n
t
 
r
e
g
a
r
d
 
w
or
k
e
r
s
 
and
 
mana
g
e
r
s
 
as
 
i
n
t
e
r
acting
g
r
ou
p
s.
 
As
 
long
 
as
 
the
 
f
orm
 
of
 
i
n
t
e
r
action
 
is
 
t
ailo
r
ed
 
t
o
 
the
 
dynamics
 
of
 
each
 
g
r
oup,
 
then
this
 
i
n
t
e
r
acti
v
e
 
r
el
a
tionship
 
c
an
 
only
 
be
 
of
 
ben
e
fit
 
t
o
 
the
 
business.
 
Communi
c
a
tion
 
is
 
now
seen
 
as
 
impor
t
a
n
t
 
–
 
e
xplaining
 
the
 
impor
t
ance
 
of
 
w
or
k
e
r
s’
 
r
oles
 
and
 
li
s
t
ening
 
t
o
 
their
 
vi
e
w
s.
)
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The
 
Human
 
R
el
a
tions
 
School
 
t
od
a
y
) (
G
r
oup
 
dynamics
 
t
od
a
y
 
h
a
v
e
 
a
 
v
e
r
y
 
impor
t
a
n
t
 
part
 
t
o
 
pl
a
y
 
in
 
the
 
w
orkplace.
 
Mana
g
e
r
s
h
a
v
e
 
dis
c
o
v
e
r
ed
 
th
a
t
 
small
 
g
r
ou
p
s
 
with
 
e
f
f
ecti
v
e
 
leade
r
s
 
a
r
e
 
a
 
w
a
y
 
of
 
t
r
an
s
f
orming
 
w
orking
p
r
actices
 
within
 
o
r
g
anis
a
tions.
 
W
orking
 
as
 
a
 
t
eam
 
all
o
w
s
 
the
 
b
r
eaking
 
d
o
wn
 
of
 
t
r
aditional
hie
r
a
r
chies
 
and
 
allo
w
s
 
each
 
w
or
k
er
 
t
o
 
f
eel
 
part
 
of
 
a
 
small
 
w
ork
 
g
r
oup,
 
moti
v
a
t
ed
 
t
o
 
achi
e
v
e
within
 
their
 
o
wn
 
section
 
of
 
the
 
business.
 
Mana
g
e
r
s
 
who
 
wish
 
t
o
 
fully
 
g
ain
 
f
r
om
 
the
 
ben
e
fits
p
r
omised
 
b
y
 
the
 
Human
 
R
el
a
tions
 
School
 
mu
s
t
 
d
e
v
elop
 
an
 
ada
p
ti
v
e
 
app
r
oach.
 
This
 
means
th
a
t
 
th
e
y
 
mu
s
t
 
learn
 
t
o
 
t
r
e
a
t
 
dif
f
e
r
e
n
t
 
g
r
ou
p
s
 
of
 
w
or
k
e
r
s
 
in
 
dif
f
e
r
e
n
t
 
w
a
y
s.
 
Th
e
y
 
mu
s
t
 
apply
app
r
oaches,
 
moti
v
a
tional
 
m
e
thods
 
and
 
c
ommuni
c
a
tion
 
s
y
s
t
ems
 
sui
t
ed
 
t
o
 
the
 
needs
 
of
 
each
g
r
oup
 
within
 
their
 
o
r
g
anis
a
tion.
) (
Masl
o
w
’
s
 
hie
r
a
r
c
h
y
 
of
 
needs
) (
All
 
humans
 
h
a
v
e
 
needs.
 
The
 
basic
 
needs
 
a
r
e
 
r
e
g
a
r
ded
 
as
 
w
ar
m
th,
 
f
ood,
 
clothing
 
and
 
shel
t
e
r
.
These
 
basic
 
needs
 
used
 
t
o
 
be
 
wh
a
t
 
w
e
 
needed
 
t
o
 
su
r
vi
v
e
 
and
 
f
or
 
ma
n
y
 
thousands
 
of
 
y
ea
r
s
 
it
w
as
 
all
 
th
a
t
 
mo
s
t
 
humans
 
c
ould
 
hope
 
t
o
 
o
b
t
ain.
 
The
 
modern
 
w
orking
 
man
 
and
 
w
oman
 
a
r
e
v
e
r
y
 
dif
f
e
r
e
n
t.
 
Ab
r
aham
 
Masl
o
w
,
 
an
 
Ameri
c
an
 
p
s
y
chologi
s
t
 
who
 
w
or
k
ed
 
in
 
the
 
middle
 
part
of
 
the
 
t
w
e
n
ti
e
th
 
ce
n
tu
r
y
,
 
a
r
gued
 
th
a
t
 
w
e
 
all
 
h
a
v
e
 
a
 
hie
r
a
r
c
h
y
 
of
 
needs.
 
He
 
p
r
oposed
 
th
a
t
w
e
 
all
 
wish
 
t
o
 
a
t
t
ain
 
the
 
highe
s
t
 
l
e
v
el
 
of
 
this
 
hie
r
a
r
c
h
y
.
 
H
o
w
e
v
e
r
,
 
b
e
f
o
r
e
 
w
e
 
c
an
 
r
each
 
this
highe
s
t
 
l
e
v
el
 
the
 
l
o
w
er
 
l
e
v
els
 
of
 
needs
 
mu
s
t
 
be
 
secu
r
ely
 
in
 
place.
)
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Masl
o
w
’
s
 
hie
r
a
r
c
h
y
) (
Sel
f
-
 
actualis
a
tion
) (
E
s
t
eem
 
needs
) (
L
o
v
e
 
and
 
belonging
) (
Security
 
or
 
s
a
f
e
ty
 
needs
) (
P
h
y
siologi
c
al
 
or
 
basic
 
needs
)
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S
a
ti
s
f
ying
 
the
 
needs
) (
Wh
a
t
 
w
or
k
e
r
s
 
need
) (
How
 
empl
o
y
e
r
s
 
s
a
ti
s
f
y
 
needs
) (
P
r
omotion,
 
c
o
n
t
r
ol
 
o
v
er
 
job,
emp
o
w
erme
n
t,
 
mo
r
e
 
r
esponsibility
) (
R
eaching
 
pe
r
sonal
g
oals,
 
sel
f
-
e
xp
r
ession
) (
Sel
f
-
 
actualis
a
tion
) (
P
ositi
v
e
 
c
ommuni
c
a
tion
f
r
om
 
mana
g
eme
n
t,
bonuses,
 
job
 
enrichme
n
t
) (
F
eeling
 
g
ood
 
about
achi
e
v
eme
n
ts
) (
E
s
t
eem
 
needs
) (
G
r
oup
 
w
orkin
g
,
leisu
r
e
 
f
acilities,
holid
a
y
s,
 
g
ood
c
ommuni
c
a
tion
) (
I
n
t
e
r
action,
 
tru
s
t
and
 
acce
p
t
ance,
leisu
r
e
 
time
) (
L
o
v
e
 
and
 
belonging
) (
Co
n
t
r
act
 
of
empl
o
yme
n
t,
pension
 
scheme,
s
a
f
e
 
w
orking
c
onditions
) (
Co
n
ﬁdence
 
in
 
the
futu
r
e,
 
p
r
o
t
ection
f
r
om
 
dan
g
er
) (
Security
 
or
 
s
a
f
e
ty
 
needs
) (
A
 
living
 
w
a
g
e,
g
ood
w
orking
c
onditions
) (
F
ood,
 
w
ar
m
th,
clothin
g
,
shel
t
e
r
,
 
r
e
s
t
) (
P
h
y
siologi
c
al
 
or
 
basic
 
needs
) (
When
 
this
 
hie
r
a
r
c
h
y
 
is
 
applied
 
t
o
 
the
 
w
orkplace
 
mana
g
e
r
s
 
mu
s
t
 
e
x
amine
 
h
o
w
 
th
e
y
 
c
an
s
a
ti
s
f
y
 
the
 
needs
 
of
 
empl
o
y
ees.
) (
T
o
 
s
a
ti
s
f
y
 
the
 
basic
 
needs
 
of
 
f
ood,
 
w
ar
m
th,
 
clothing
 
and
 
shel
t
e
r
,
 
w
or
k
e
r
s
 
mu
s
t
 
h
a
v
e
 
an
in
c
ome;
 
so
 
a
 
r
easonable
 
l
e
v
el
 
of
 
p
a
y
 
is
 
a
 
r
equi
r
eme
n
t
 
t
o
 
s
a
ti
s
f
y
 
these
 
needs.
) (
The
 
n
e
x
t
 
l
e
v
el,
 
securit
y
,
 
means
 
th
a
t
 
w
or
k
e
r
s
 
mu
s
t
 
be
 
able
 
t
o
 
p
r
edict
 
their
 
futu
r
e
 
with
 
some
deg
r
ee
 
of
 
cer
t
ai
n
t
y
.
 
T
o
 
all
o
w
 
empl
o
y
ees
 
t
o
 
do
 
this,
 
mana
g
e
r
s
 
should
 
of
f
er
 
c
o
n
t
r
acts
 
of
 
w
ork,
some
 
f
orm
 
of
 
sickness
 
ben
e
fits
 
and
 
pension
 
schemes.
)

 (
Cha
p
t
er
 
20
 
–
 
Moti
v
a
tion
) (
©
 
W
J
E
C
 
|
 
C
B
A
C
) (
The
 
n
e
x
t
 
l
e
v
el,
 
l
o
v
e
 
and
 
belongin
g
,
 
c
an
 
be
 
s
a
ti
s
fied
 
b
y
 
designing
 
jo
b
s
 
so
 
th
a
t
 
th
e
y
 
i
n
v
ol
v
e
i
n
t
e
r
acti
v
e
 
w
ork
 
–
 
this
 
is
 
g
r
oup
 
w
orking
 
a
g
ain.
 
The
r
e
 
should
 
be
 
an
 
opportunity
 
f
or
 
social
i
n
t
e
r
action
 
in
 
the
 
w
orkplace,
 
such
 
as
 
me
e
ting
 
places
 
or
 
p
r
o
vision
 
of
 
a
 
social
 
f
acility
 
such
 
as
 
a
club.
 
W
or
k
e
r
s
 
also
 
need
 
t
o
 
be
 
able
 
t
o
 
spend
 
time
 
with
 
their
 
f
amilies,
 
so
 
social
 
w
orking
 
hou
r
s
and
 
a
 
dece
n
t
 
holid
a
y
 
e
n
titleme
n
t
 
a
r
e
 
a
 
mu
s
t.
) (
The
 
f
ourth
 
l
e
v
el,
 
e
s
t
eem
 
needs,
 
c
an
 
t
o
 
an
 
e
x
t
e
n
t
 
be
 
s
a
ti
s
fied
 
b
y
 
c
ommuni
c
a
tion
 
f
r
om
mana
g
e
r
s
 
assuring
 
the
 
w
or
k
e
r
s
 
th
a
t
 
th
e
y
 
a
r
e
 
doing
 
g
ood
 
jo
b
s.
 
The
r
e
 
should
 
be
 
the
opportunity
 
f
or
 
w
or
k
e
r
s
 
t
o
 
be
 
able
 
t
o
 
t
r
ain,
 
t
o
 
imp
r
o
v
e
 
their
 
p
r
ospects
 
and
 
imp
r
o
v
e
 
the
quality
 
of
 
their
 
w
ork.
 
Th
e
y
 
mu
s
t
 
be
 
able
 
t
o
 
gi
v
e
 
some
 
input
 
i
n
t
o
 
the
 
decision-making
p
r
ocess.
 
One
 
w
a
y
 
of
 
achi
e
ving
 
this
 
is
 
th
r
ough
 
particip
a
tion
 
in
 
quality
 
ci
r
cles.
 
Also
 
job
enrichme
n
t
 
is
 
an
 
impor
t
a
n
t
 
part
 
of
 
s
a
ti
s
f
ying
 
this
 
need.
) (
A
t
 
the
 
highe
s
t
 
l
e
v
el,
 
sel
f
-actualis
a
tion,
 
w
or
k
e
r
s
 
achi
e
v
e
 
wh
a
t
 
th
e
y
 
a
r
e
 
c
apable
 
of
 
doing.
 
The
k
e
y
 
t
o
 
this
 
is
 
p
r
omotion.
 
W
or
k
e
r
s
 
should
 
be
 
able
 
t
o
 
climb
 
t
o
 
a
 
l
e
v
el
 
within
 
the
 
o
r
g
anis
a
tion
th
a
t
 
enables
 
them
 
t
o
 
demon
s
t
r
a
t
e
 
their
 
t
ale
n
ts
 
in
 
a
 
job
 
th
e
y
 
a
r
e
 
mo
s
t
 
sui
t
ed
 
t
o.
 
Th
e
y
 
should
be
 
gi
v
en
 
as
 
much
 
f
r
eedom
 
o
v
er
 
their
 
t
as
k
s
 
as
 
possible;
 
th
e
y
 
should
 
be
 
allo
w
ed
 
t
o
 
do
 
the
 
job
in
 
the
 
w
a
y
 
th
a
t
 
th
e
y
 
kn
o
w
 
be
s
t.
 
The
 
ideas
 
of
 
emp
o
w
erme
n
t
 
in
 
the
 
w
orkplace
 
r
el
a
t
e
 
t
o
 
this.
) (
Mana
g
e
r
s
 
mu
s
t
 
c
onsider
 
wh
e
ther
 
all
 
w
or
k
e
r
s
 
need
 
t
o
 
h
a
v
e
 
all
 
l
e
v
els
 
s
a
ti
s
fied.
 
It
 
w
ould
 
be
an
 
e
xpensi
v
e
 
business
 
t
o
 
s
a
ti
s
f
y
 
all
 
the
 
needs
 
of
 
all
 
empl
o
y
ees,
 
up
 
t
o
 
and
 
including
 
sel
f
-
actualis
a
tion.
 
Wh
a
t
 
mana
g
e
r
s
 
mu
s
t
 
be
 
a
w
a
r
e
 
of
 
is
 
the
 
t
r
ade-off
 
b
e
t
w
een
 
e
x
t
r
a
 
quality
 
and
output
 
th
a
t
 
c
omes
 
with
 
s
a
ti
s
f
action
 
of
 
each
 
l
e
v
el
 
of
 
needs,
 
and
 
the
 
c
o
s
t
 
of
 
s
a
ti
s
f
ying
 
these
needs.
 
F
or
 
e
x
ample,
 
it
 
m
a
y
 
be
 
r
eali
s
tic
 
t
o
 
s
a
ti
s
f
y
 
only
 
basic
 
and
 
security
 
needs
 
f
or
 
the
 
mass
of
 
a
 
business
’
s
 
w
or
k
e
r
s,
 
and
 
c
once
n
t
r
a
t
e
 
on
 
s
a
ti
s
f
ying
 
the
 
higher
 
needs
 
of
 
those
 
w
or
k
e
r
s
who
 
a
r
e
 
c
o
r
e
 
t
o
 
the
 
futu
r
e
 
success
 
of
 
the
 
business.
) (
Herzbe
r
g
’
s
 
t
w
o
-
f
ac
t
or
 
theo
r
y
) (
F
r
ederick
 
Herzbe
r
g
 
c
arried
 
out
 
i
n
v
e
s
ti
g
a
tions
 
i
n
t
o
 
wh
a
t
 
c
aused
 
s
a
ti
s
f
action
 
and
diss
a
ti
s
f
action
 
a
t
 
w
ork.
 
Herzbe
r
g
 
w
a
n
t
ed
 
t
o
 
f
ocus
 
on
 
the
 
g
r
o
wing
 
pool
 
of
 
whi
t
e-
c
ollar
w
or
k
e
r
s
 
and
 
the
r
e
f
o
r
e
 
used
 
g
r
ou
p
s
 
of
 
ac
c
ou
n
t
a
n
ts
 
and
 
enginee
r
s
 
f
or
 
his
 
r
esea
r
ch.
 
The
m
e
thod
 
of
 
i
n
v
e
s
ti
g
a
tion
 
w
as
 
b
y
 
i
n
t
e
r
vi
e
w
.
 
The
 
w
ork
 
w
as
 
c
arried
 
out
 
in
 
the
 
l
a
t
e
 
1960s
 
and
he
 
w
as
 
i
n
t
e
r
e
s
t
ed
 
in
 
applying
 
his
 
findings
 
so
 
th
a
t
 
imp
r
o
v
eme
n
ts
 
in
 
job
 
design
 
c
ould
 
occu
r
.
 
If
impleme
n
t
ed,
 
these
 
imp
r
o
v
eme
n
ts
 
w
ould
 
lead
 
t
o
 
inc
r
eased
 
quality
 
and
 
l
e
v
els
 
of
 
output.
)
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The
 
t
w
o
 
f
ac
t
o
r
s
) (
Anal
y
sis
 
of
 
Herzbe
r
g
’
s
 
r
esea
r
ch
 
sh
o
w
s
 
th
a
t
 
s
a
ti
s
f
action
 
in
 
w
ork
 
c
an
 
be
 
c
aused
 
b
y
 
a
 
number
of
 
moti
v
a
ting
 
f
ac
t
o
r
s,
 
or
 
‘moti
v
a
t
o
r
s
’
.
) (
Herzbe
r
g
’
s
 
moti
v
a
t
o
r
s
) (
Also
 
the
 
r
esea
r
ch
 
demon
s
t
r
a
t
ed
 
th
a
t
 
th
e
y
 
w
e
r
e
 
a
 
number
 
of
 
f
ac
t
o
r
s
 
th
a
t
 
c
aused
diss
a
ti
s
f
action.
 
This
 
w
as
 
c
aused
 
b
y
 
a
 
number
 
of
 
‘
h
y
giene
 
f
ac
t
o
r
s
’
.
) (
Herzbe
r
g
’
s
 
h
y
giene
 
f
ac
t
o
r
s
) (
w
a
g
es
) (
Appli
c
a
tion
 
of
 
the
 
t
w
o
 
f
ac
t
o
r
s
) (
Herzbe
r
g
 
said
 
th
a
t
 
mana
g
e
r
s
 
mu
s
t
 
fi
r
s
tly
 
p
r
o
vide
 
the
 
type
 
of
 
w
orkplace
 
and
 
c
onditions
 
of
w
ork
 
th
a
t
 
p
r
e
v
e
n
t
ed
 
diss
a
ti
s
f
action,
 
i.e.
 
ma
k
e
 
su
r
e
 
th
a
t
 
h
y
giene
 
f
ac
t
o
r
s
 
a
r
e
 
s
a
ti
s
fied.
 
Only
when
 
these
 
a
r
e
 
p
r
o
vided
 
c
an
 
moti
v
a
tion
 
of
 
w
or
k
e
r
s
 
happen.
 
The
 
basic
 
t
ools
 
t
o
 
p
r
o
vide
) (
P
oor
 
w
orkplace
 
r
el
a
tionshi
p
s
) (
Lack
 
of
 
job
 
security
) (
Uns
a
ti
s
f
ac
t
o
r
y
) (
Lack
 
of
 
s
t
a
tus
) (
P
oor
 
w
orking
 
c
onditions
) (
Opportunities
 
t
o
 
imp
r
o
v
e
 
skills
) (
Opportunity
 
f
or
 
p
r
omotion
) (
R
esponsibility
) (
Achi
e
v
eme
n
t
 
of
 
g
oals
) (
Mana
g
eme
n
t
 
r
e
c
ognition
)
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moti
v
a
tion
 
a
r
e
 
e
f
f
ecti
v
e
 
c
ommuni
c
a
tion
 
and
 
t
r
aining.
 
If
 
w
e
 
look
 
a
t
 
the
 
f
ac
t
o
r
s
 
th
a
t
 
c
ause
moti
v
a
tion,
 
w
e
 
see
 
th
a
t
 
ma
n
y
 
of
 
these
 
a
r
e
 
di
r
ectly
 
r
el
a
t
ed
 
t
o
 
c
ommuni
c
a
tion
 
and
 
t
r
aining.
) (
Mana
g
e
r
s
 
should
 
empl
o
y
 
w
or
k
e
r
s
 
with
 
the
 
vi
e
w
 
th
a
t
 
th
e
y
 
should
 
be
 
t
r
ained
 
t
o
 
per
f
orm
t
as
k
s
 
th
e
y
 
w
e
r
e
 
not
 
c
apable
 
of
 
doing
 
a
t
 
the
 
time
 
of
 
empl
o
yme
n
t.
 
Jo
b
s
 
should
 
be
 
enriched
p
r
og
r
essi
v
ely
 
t
o
 
all
o
w
 
f
ac
t
o
r
s
 
th
a
t
 
moti
v
a
t
e
 
t
o
 
be
 
achi
e
v
ed.
 
This
 
idea
 
of
 
job
 
design
 
is
 
crucial
t
o
 
the
 
succes
s
ful
 
use
 
of
 
Herzbe
r
g
’
s
 
ideas.
 
E
f
f
ecti
v
e,
 
fl
e
xible
 
and
 
challenging
 
job
 
design
will
 
allow
 
w
or
k
e
r
s
 
t
o
 
achi
e
v
e
 
g
oals
 
in
 
the
 
w
orkplace.
 
Mana
g
e
r
s
 
should
 
r
espond
 
t
o
 
the
achi
e
v
eme
n
t
 
of
 
these
 
g
oals
 
b
y
 
r
e
c
ognising
 
wh
a
t
 
has
 
been
 
achi
e
v
ed
 
and
 
c
ommuni
c
a
ting
this
 
r
e
c
ognition
 
t
o
 
the
 
w
or
k
e
r
s.
 
E
f
f
ecti
v
e
 
job
 
design
 
means
 
allowing
 
job
 
enrichme
n
t
 
and
 
the
opportunity
 
f
or
 
achi
e
v
eme
n
t
 
in
 
t
as
k
s.
 
The
 
job
 
mu
s
t
 
all
o
w
 
decision-making
 
t
o
 
t
a
k
e
 
place
 
and
the
r
e
 
mu
s
t
 
be
 
a
 
s
tructu
r
e
 
in
 
place
 
th
a
t
 
all
o
w
s
 
ad
v
anceme
n
t/p
r
omotion.
) (
The
r
e
 
a
r
e
 
t
w
o
 
major
 
criticisms
 
of
 
this
 
theo
r
y
.
 
Fi
r
s
tl
y
,
 
the
 
sample
 
w
as
 
t
a
k
en
 
among
p
r
o
f
essional
 
w
or
k
e
r
s
 
and
 
skilled
 
enginee
r
s
 
and,
 
the
r
e
f
o
r
e,
 
the
 
que
s
tion
 
mu
s
t
 
arise
 
wh
e
ther
it
 
will
 
apply
 
t
o
 
semi-skilled
 
or
 
unskilled
 
w
or
k
e
r
s.
 
Se
c
ondl
y
,
 
Herzbe
r
g
 
igno
r
ed
 
the
 
e
f
f
ects
 
of
t
ea
m
w
ork
 
and
 
the
 
impact
 
th
a
t
 
it
 
m
a
y
 
h
a
v
e
 
on
 
moti
v
a
tion.
) (
It
 
is
 
w
orth
 
noting
 
th
a
t
 
the
r
e
 
is
 
an
 
o
b
vious
 
r
el
a
tionship
 
b
e
t
w
een
 
the
 
l
o
w
er
 
l
e
v
els
 
of
 
Masl
o
w
’
s
hie
r
a
r
c
h
y
 
and
 
Herzbe
r
g
’
s
 
h
y
giene
 
f
ac
t
o
r
s
 
and
 
b
e
t
w
een
 
the
 
higher
 
l
e
v
els
 
of
 
Masl
o
w
’
s
hie
r
a
r
c
h
y
 
and
 
Herzbe
r
g
’
s
 
moti
v
a
t
o
r
s.
) (
V
r
oom,
 
P
or
t
er
 
and
 
L
a
wle
r
’
s
 
e
xpec
t
ancy
 
theories
Vic
t
or
 
V
r
oom
 
w
as
 
born
 
in
 
Canada
 
in
 
1932.
 
H
a
ving
 
g
ained
 
a
 
PhD
 
a
t
 
the
 
Uni
v
e
r
sity
 
of
 
Michi
g
an,
 
he
 
be
c
ame
 
a
 
business
 
school
 
p
r
o
f
essor
 
a
t
 
the
 
Y
ale
 
School
 
of
 
Mana
g
eme
n
t.
 
His
 
mo
s
t
 
w
ell-kn
o
wn
 
boo
k
s
 
a
r
e
 
W
ork
 
and
 
Motivation
,
 
Leadership
 
and
 
Decision
 
Making
 
and
 
The
 
N
e
w
 
Leadership.
) (
V
r
oom
 
assumed
 
th
a
t
 
people
 
ac
t
ed
 
in
 
their
 
o
wn
 
be
s
t
 
i
n
t
e
r
e
s
ts
 
ac
c
o
r
ding
 
t
o
 
their
 
beli
e
f
s
about
 
the
 
ou
t
c
omes
 
of
 
their
 
o
wn
 
beh
a
viou
r
.
 
Gene
r
all
y
,
 
he
 
beli
e
v
ed
 
th
a
t
 
people
 
o
p
t
ed
 
t
o
m
a
ximise
 
their
 
happiness
 
and
 
minimise
 
their
 
unhappiness.
) (
V
r
oom
’
s
 
e
xpec
t
ancy
 
theo
r
y
 
actually
 
has
 
th
r
ee
 
c
ompone
n
ts
 
t
o
 
it:
 
v
alence,
 
in
s
trume
n
t
ality
and
 
e
xpec
t
ancy
 
(VIE),
 
all
 
of
 
which
 
r
el
a
t
e
 
t
o
 
an
 
individual
 
pe
r
son
’
s
 
beli
e
f
s
 
r
a
ther
 
than
 
t
o
 
a
n
y
objecti
v
e
 
r
ealit
y
.
) (
1.
 
V
alence
 
(V):
 
ac
c
o
r
ding
 
t
o
 
V
r
oom
 
an
 
individual
 
will
 
under
t
a
k
e
 
a
 
t
ask
 
if
 
th
e
y
 
beli
e
v
e
 
th
a
t
th
e
y
 
will
 
r
ecei
v
e
 
a
 
w
ort
h
while
 
r
e
w
a
r
d
 
as
 
a
 
r
esult.
 
V
r
oom
 
c
alled
 
this
 
‘
v
alence
’
.
 
The
 
k
e
y
thing
 
is
 
th
a
t
 
the
 
pe
r
son
 
e
xpects
 
the
 
r
e
w
a
r
d
 
and
 
th
a
t
 
the
 
r
e
w
a
r
d
 
is
 
v
alued
 
b
y
 
them.
 
The
r
e
w
a
r
d
 
does
 
not
 
h
a
v
e
 
t
o
 
be
 
mon
e
t
a
r
y
.
 
P
eople
 
under
t
aking
 
chari
t
able
 
w
ork
 
do
 
not
 
usually
e
xpect
 
a
 
financial
 
r
e
w
a
r
d.
 
H
o
w
e
v
e
r
,
 
th
e
y
 
do
 
e
xpect
 
t
o
 
r
ecei
v
e
 
other
 
people
’
s
 
than
k
s
 
and
app
r
eci
a
tion,
 
which
 
f
or
 
them
 
is
 
sufficie
n
t
 
r
e
w
a
r
d.
 
F
or
 
othe
r
s
 
mon
e
y
 
is
 
the
 
main
 
moti
v
a
t
o
r
.
 
It
)
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depends
 
on
 
the
 
individual.
) (
V
alence
 
c
an
 
be
 
either
 
positi
v
e
 
or
 
ne
g
a
ti
v
e.
 
If
 
the
 
e
xpec
t
ed
 
ou
t
c
ome
 
is
 
f
a
v
ou
r
able
 
it
 
is
positi
v
ely
 
v
ale
n
t
 
f
or
 
an
 
individual.
 
If
 
the
 
ou
t
c
ome
 
is
 
not
 
t
o
 
their
 
likin
g
,
 
and
 
som
e
thing
 
th
e
y
w
ould
 
r
a
ther
 
a
v
oid,
 
it
 
is
 
ne
g
a
ti
v
ely
 
v
ale
n
t.
) (
2.
 
In
s
trume
n
t
ality
 
(I):
 
b
y
 
in
s
trume
n
t
ality
 
V
r
oom
 
mea
n
t
 
th
a
t
 
an
 
individual
 
needs
 
t
o
 
beli
e
v
e
th
a
t
 
a
 
particular
 
action
 
is
 
li
k
ely
 
t
o
 
lead
 
t
o
 
a
 
particular
 
r
esult.
 
In
 
a
 
w
ork
 
c
o
n
t
e
x
t
 
this
 
means
th
a
t
 
the
 
individual
 
will
 
be
 
moti
v
a
t
ed
 
t
o
 
w
ork
 
ha
r
d
 
t
o
 
achi
e
v
e
 
a
 
particular
 
t
a
r
g
e
t
 
if
 
he
 
or
 
she
beli
e
v
es
 
th
a
t
 
it
 
will
 
lead
 
t
o
 
a
 
positi
v
ely
 
v
ale
n
t
 
r
esult.
 
F
or
 
e
x
ample,
 
if
 
the
 
individual
 
belie
v
es
th
a
t
 
their
 
ha
r
d
 
w
ork
 
will
 
lead
 
t
o
 
p
r
omotion
 
then
 
th
e
y
 
will
 
be
 
moti
v
a
t
ed
 
t
o
 
w
ork
 
ha
r
d.
H
o
w
e
v
e
r
,
 
if
 
th
e
y
 
f
eel
 
th
a
t,
 
h
o
w
e
v
er
 
ha
r
d
 
th
e
y
 
w
ork,
 
th
e
y
 
will
 
not
 
achi
e
v
e
 
p
r
omotion,
 
th
e
y
will
 
not
 
be
 
moti
v
a
t
ed
 
t
o
 
w
ork
 
ha
r
d.
 
F
r
om
 
an
 
empl
o
y
e
r
’
s
 
poi
n
t
 
of
 
vi
e
w
 
it
 
is
 
impor
t
a
n
t
 
th
a
t
the
 
empl
o
y
ee
 
unde
r
s
t
ands
 
th
a
t
 
the
r
e
 
is
 
a
 
clear
 
link
 
b
e
t
w
een
 
e
f
f
ort
 
and
 
r
e
w
a
r
d.
) (
3.
 
Expec
t
ancy
 
(E):
 
the
 
thi
r
d
 
impor
t
a
n
t
 
aspect
 
of
 
moti
v
a
tion
 
w
as
 
the
 
individual
’
s
 
beli
e
f
 
in
 
the
li
k
elihood
 
of
 
their
 
being
 
able
 
t
o
 
achi
e
v
e
 
the
 
t
a
r
g
e
t
 
th
a
t
 
has
 
been
 
s
e
t
 
f
or
 
them.
 
If
 
the
 
t
a
r
g
e
t
w
as
 
t
o
 
run
 
100
 
m
e
t
r
es
 
in
 
under
 
t
en
 
se
c
onds,
 
the
r
e
 
a
r
e
 
v
e
r
y
 
f
e
w
 
individuals
 
who
 
w
ould
 
think
it
 
w
orth
 
the
 
e
f
f
ort
 
as
 
the
r
e
 
w
ould
 
be
 
little
 
p
r
ospect
 
in
 
their
 
achi
e
ving
 
it.
 
The
r
e
 
m
a
y
 
be
 
other
r
easons
 
w
h
y
 
someone
 
w
ould
 
w
a
n
t
 
t
o
 
run
 
100
 
m
e
t
r
es
 
but
 
if
 
the
 
sole
 
r
eason
 
w
as
 
t
o
 
achi
e
v
e
 
a
specific
 
r
e
w
a
r
d,
 
then
 
only
 
Usain
 
Bolt
 
and
 
a
 
f
e
w
 
othe
r
s
 
li
k
e
 
him
 
w
ould
 
see
 
a
n
y
 
poi
n
t
 
in
 
t
r
ying.
In
 
a
 
w
ork
 
c
o
n
t
e
x
t
 
it
 
does
 
not
 
ma
k
e
 
sense
 
f
or
 
an
 
empl
o
y
er
 
t
o
 
s
e
t
 
t
a
r
g
e
ts
 
th
a
t
 
empl
o
y
ees
beli
e
v
e
 
a
r
e
 
unachi
e
v
able,
 
e
v
en
 
if
 
the
 
r
e
w
a
r
d
 
is
 
som
e
thing
 
th
a
t
 
the
 
empl
o
y
ee
 
c
onside
r
s
 
t
o
be
 
positi
v
ely
 
v
ale
n
t.
 
It
 
m
a
y
 
be
 
th
a
t
 
in
 
the
 
futu
r
e,
 
with
 
t
r
aining
 
and
 
en
c
ou
r
a
g
eme
n
t,
 
the
empl
o
y
ee
 
mig
h
t
 
f
eel
 
mo
r
e
 
c
o
n
fide
n
t
 
about
 
their
 
ability
 
t
o
 
achi
e
v
e
 
the
 
r
equi
r
ed
 
ou
t
c
ome.
) (
V
r
oom
 
beli
e
v
ed
 
th
a
t
 
an
 
individual
’
s
 
moti
v
a
tion
 
w
as
 
a
 
c
ombin
a
tion
 
of
 
these
 
th
r
ee
 
f
o
r
ces
V
,I
 
and
 
E.
 
F
or
 
an
 
individual
 
t
o
 
be
 
moti
v
a
t
ed
 
th
e
y
 
needed
 
t
o
 
beli
e
v
e
 
th
a
t
 
fi
r
s
tl
y
,
 
th
e
y
 
c
ould
achi
e
v
e
 
a
 
particular
 
ou
t
c
ome
 
(
e
xpec
t
ancy),
 
and
 
se
c
ondl
y
,
 
th
a
t
 
b
y
 
achi
e
ving
 
the
 
ou
t
c
ome
(in
s
trume
n
t
ality)
 
it
 
w
ould
 
r
esult
 
in
 
a
 
positi
v
e
 
v
alency
 
(and
 
not
 
t
oo
 
ma
n
y
 
ne
g
a
ti
v
e
 
v
alencies).
) (
Another
 
e
x
ample
 
of
 
this
 
mig
h
t
 
be
 
the
 
s
tude
n
t
 
who
 
thin
k
s
 
th
a
t
 
g
e
tting
 
a
 
g
ood
 
job
 
is
impor
t
a
n
t
 
(positi
v
ely
 
v
ale
n
t)
 
and
 
th
a
t
 
w
orking
 
ha
r
d
 
t
o
 
pass
 
their
 
e
x
ams
 
will
 
help
 
them
 
t
o
 
g
e
t
a
 
g
ood
 
job
 
(in
s
trume
n
t
ality)
 
and
 
th
a
t
 
th
e
y
 
also
 
beli
e
v
e
 
th
a
t
 
with
 
ha
r
d
 
w
ork
 
th
e
y
 
a
r
e
 
c
apable
of
 
achi
e
ving
 
g
ood
 
g
r
ades
 
(
e
xpec
t
ancy).
) (
P
or
t
er
 
and
 
L
a
wler
 
also
 
p
r
opose
 
th
a
t
 
an
 
individual
’
s
 
moti
v
a
tion
 
is
 
a
f
f
ec
t
ed
 
b
y
 
the
 
r
e
w
a
r
d
th
e
y
 
e
xpect
 
t
o
 
r
ecei
v
e
 
f
or
 
c
ompl
e
ting
 
the
 
t
ask.
 
The
 
individual
’
s
 
vi
e
w
 
of
 
the
 
a
tt
r
acti
v
eness
of
 
the
 
possible
 
r
e
w
a
r
d
 
will
 
d
e
t
ermine
 
their
 
l
e
v
el
 
of
 
moti
v
a
tion.
 
In
 
addition
 
though,
 
they
c
a
t
e
g
orised
 
the
 
r
e
w
a
r
d
 
as
 
i
n
trinsic
 
and
 
e
x
trinsic.
) (
I
n
trinsic
 
r
e
w
a
r
ds
 
include
 
the
 
positi
v
e
 
f
eelings
 
th
a
t
 
the
 
individual
 
e
xperiences
 
f
r
om
c
ompl
e
ting
 
the
 
t
ask
 
–
 
e
.
g.
 
pride,
 
s
a
ti
s
f
action.
 
In
 
o
r
der
 
t
o
 
gi
v
e
 
a
 
job
 
mo
r
e
 
i
n
trinsic
 
r
e
w
a
r
ds
)
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th
e
y
 
emphasised
 
the
 
impor
t
ance
 
of
 
job
 
c
o
n
t
e
n
t.
 
Empl
o
y
e
r
s
 
needed
 
t
o
 
ma
k
e
 
su
r
e
 
th
a
t
empl
o
y
ees
 
w
e
r
e
 
gi
v
en
 
t
as
k
s
 
th
a
t
 
th
e
y
 
f
ound
 
i
n
t
e
r
e
s
ting
 
and
 
r
e
w
a
r
ding.
 
The
 
p
r
ocess
 
i
n
v
ol
v
es
mana
g
eme
n
t
 
in
 
job
 
r
edesign
 
and
 
job
 
enla
r
g
eme
n
t.
 
Job
 
enla
r
g
eme
n
t
 
c
an
 
be
 
both
 
hori
z
o
n
t
al,
giving
 
the
 
w
or
k
er
 
mo
r
e
 
t
as
k
s
 
t
o
 
d
o
,
 
and
 
v
erti
c
al,
 
giving
 
the
 
w
or
k
er
 
mo
r
e
 
c
o
n
t
r
ol
 
o
v
er
 
the
job.
 
In
 
P
or
t
er
 
and
 
L
a
wle
r
’
s
 
opinion
 
v
erti
c
al
 
job
 
enla
r
g
eme
n
t
 
is
 
the
 
mo
r
e
 
impor
t
a
n
t
 
of
 
the
t
w
o.
 
This
 
idea
 
is
 
closely
 
r
el
a
t
ed
 
t
o
 
the
 
idea
 
of
 
fl
a
t
t
ening
 
o
r
g
anis
a
tions
 
and
 
emp
o
w
ering
w
or
k
e
r
s.
) (
E
x
trinsic
 
r
e
w
a
r
ds
 
a
r
e
 
r
e
w
a
r
ds
 
th
a
t
 
c
ome
 
f
r
om
 
outside
 
the
 
individual,
 
f
or
 
e
x
ample
 
m
a
t
erial
r
e
w
a
r
ds
 
such
 
as
 
p
a
y
 
inc
r
eases
 
and
 
bonuses.
 
P
or
t
er
 
and
 
L
a
wler
 
r
ealised
 
the
 
impor
t
ance
of
 
c
onsi
s
t
ency
 
and
 
f
airness
 
or
 
equity
 
when
 
giving
 
e
x
trinsic
 
r
e
w
a
r
ds.
 
The
 
empl
o
y
ee
 
needs
t
o
 
f
eel
 
th
a
t
 
the
 
r
e
w
a
r
d
 
is
 
p
r
oportional
 
t
o
 
their
 
e
f
f
ort,
 
othe
r
wise
 
the
 
r
esult
 
will
 
be
 
t
o
demoti
v
a
t
e
 
them.
 
The
 
empl
o
y
ee
 
also
 
needs
 
t
o
 
be
 
a
w
a
r
e
 
of
 
a
 
di
r
ect
 
link
 
b
e
t
w
een
 
the
 
g
oals
th
a
t
 
th
e
y
 
achi
e
v
e
 
and
 
the
 
r
e
w
a
r
d
 
th
a
t
 
th
e
y
 
will
 
r
ecei
v
e.
 
A
t
 
the
 
same
 
time
 
the
 
empl
o
y
er
mu
s
t
 
ensu
r
e
 
th
a
t
 
the
 
w
or
k
er
 
is
 
gi
v
en
 
the
 
t
r
aining
 
and
 
equipme
n
t
 
th
a
t
 
th
e
y
 
need
 
in
 
o
r
der
 
t
o
achi
e
v
e
 
the
 
g
oals
 
th
a
t
 
th
e
y
 
h
a
v
e
 
been
 
s
e
t.
) (
Financial
 
and
 
non
-
financial
 
moti
v
a
tion
) (
When
 
w
e
 
e
x
amine
 
m
e
thods
 
of
 
moti
v
a
tion
 
th
a
t
 
c
an
 
actually
 
be
 
applied
 
in
 
the
 
w
orkplace,
 
w
e
normally
 
subdivide
 
them
 
i
n
t
o
 
financial
 
and
 
non
-
financial
 
m
e
thods.
) (
Financial
 
m
e
thods
 
di
r
ectly
 
i
n
v
ol
v
e
 
mon
e
t
a
r
y
 
r
e
w
a
r
ds
 
e
.
g.
 
bonuses,
 
p
a
y
 
inc
r
eases,
imp
r
o
v
ed
 
pensions
 
e
t
c.
) (
Non
-
financial
 
m
e
thods,
 
though
 
perha
p
s
 
indi
r
ectly
 
bringing
 
mon
e
t
a
r
y
 
r
e
w
a
r
ds,
 
a
r
e
t
a
r
g
e
t
ed
 
a
t
 
p
r
o
viding
 
p
s
y
chologi
c
al
 
ben
e
fits
 
f
or
 
w
or
k
e
r
s.
) (
It
 
mu
s
t
 
be
 
r
emembe
r
ed
 
th
a
t
 
both
 
financial
 
and
 
non
-
financial
 
m
e
thods
 
h
a
v
e
 
c
o
s
ts
 
t
o
 
the
empl
o
y
er:
 
either
 
th
r
ough
 
di
r
ect
 
c
o
s
ts
 
such
 
as
 
e
x
t
r
a
 
p
a
y
,
 
or
 
indi
r
ectly
 
th
r
ough
 
the
 
p
r
o
vision
of
 
t
r
aining
 
or
 
mana
g
eme
n
t
 
time.
) (
Financial
 
m
e
thods
 
of
 
moti
v
a
tion
) (
Piece
 
r
a
t
es
) (
The
 
mo
s
t
 
basic
 
m
e
thod
 
of
 
p
a
yme
n
t
 
is
 
a
 
piece
 
r
a
t
e.
 
When
 
a
 
piece
 
r
a
t
e
 
is
 
paid
 
w
or
k
e
r
s
 
a
r
e
paid
 
f
or
 
each
 
i
t
em
 
th
e
y
 
p
r
oduce
 
or
 
f
or
 
each
 
t
ask
 
c
ompl
e
t
ed.
 
This
 
does
 
h
a
v
e
 
ad
v
a
n
t
a
g
es
 
in
th
a
t
 
w
or
k
e
r
s
 
will
 
w
ork
 
as
 
f
a
s
t
 
as
 
th
e
y
 
c
an
 
t
o
 
m
a
ximise
 
their
 
in
c
ome
 
and
 
p
a
yme
n
t
 
is
 
only
made
 
when
 
w
ork
 
is
 
c
ompl
e
t
ed.
 
H
o
w
e
v
e
r
,
 
the
r
e
 
a
r
e
 
disad
v
a
n
t
a
g
es
 
f
or
 
both
 
empl
o
y
er
 
and
empl
o
y
ee.
 
F
or
 
the
 
empl
o
y
er
 
the
r
e
 
mu
s
t
 
be
 
a
 
g
r
e
a
t
 
deal
 
of
 
supe
r
vision
 
and
 
checking
 
of
)
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quality
 
as
 
w
or
k
e
r
s
 
a
r
e
 
moti
v
a
t
ed
 
t
o
 
achi
e
v
e
 
speed
 
of
 
output,
 
not
 
quality
 
of
 
output.
 
F
r
om
the
 
empl
o
y
ees
 
poi
n
t
 
of
 
vi
e
w
 
the
r
e
 
is
 
no
 
gua
r
a
n
t
ee
 
of
 
in
c
ome
 
and
 
p
r
oduction
 
m
a
y
 
be
 
hal
t
ed
b
y
 
m
a
t
t
e
r
s
 
b
e
y
ond
 
the
 
w
or
k
e
r
s’
 
c
o
n
t
r
ol.
) (
W
a
g
es
) (
W
a
g
es
 
a
r
e
 
paid
 
hourl
y
,
 
f
or
 
e
x
ample
 
£8
 
an
 
hou
r
,
 
and
 
the
 
v
a
s
t
 
majority
 
of
 
unskilled
 
w
or
k
e
r
s
 
in
the
 
UK
 
a
r
e
 
s
till
 
paid
 
w
a
g
es.
 
The
r
e
 
is
 
some
 
security
 
in
 
being
 
paid
 
a
 
w
a
g
e
 
and
 
those
 
who
 
earn
w
a
g
es
 
will
 
p
r
obably
 
be
 
able
 
t
o
 
w
ork
 
o
v
ertime
 
t
o
 
inc
r
ease
 
in
c
omes.
 
L
o
w
er
 
l
e
v
els
 
of
 
Masl
o
w
’
s
hie
r
a
r
c
h
y
 
a
r
e
 
qui
t
e
 
of
t
en
 
s
a
ti
s
fied
 
b
y
 
a
 
dece
n
t
 
w
a
g
e,
 
but
 
wh
a
t
 
does
 
m
a
t
t
er
 
is
 
the
 
l
e
v
el
 
of
 
the
w
a
g
e.
 
A
 
minimum
 
w
a
g
e
 
of
 
£6.70
 
an
 
hour
 
(1
 
Oc
t
ober
 
2015)
 
c
annot
 
trut
h
fully
 
be
 
r
e
g
a
r
ded
 
as
an
 
in
c
ome
 
li
k
ely
 
t
o
 
p
r
o
vide
 
a
 
dece
n
t
 
s
t
anda
r
d
 
of
 
living.
 
Some
 
people
 
a
r
gue
 
th
a
t
 
empl
o
y
e
r
s
should
 
p
a
y
 
a
 
living
 
w
a
g
e
 
of
 
£7.85
 
an
 
hour
 
(
w
w
w
.living
w
a
g
e.o
r
g.uk).
) (
F
or
 
ma
n
y
 
big
 
businesses
 
the
r
e
 
is
 
one
 
la
r
g
e
 
g
r
oup
 
of
 
manual
 
or
 
p
r
oduction
 
w
or
k
e
r
s
 
who
 
a
r
e
paid
 
hourly
 
and
 
a
 
g
r
oup
 
of
 
admini
s
t
r
a
ti
v
e
 
and
 
mar
k
e
ting
 
w
or
k
e
r
s
 
who
 
a
r
e
 
paid
 
a
 
sala
r
y
.
This
 
dif
f
e
r
ence
 
in
 
m
e
thods
 
of
 
p
a
yme
n
t
 
c
an
 
c
ause
 
r
ese
n
tme
n
t
 
and
 
p
r
e
v
e
n
t
 
the
 
b
r
ea
k
d
o
wn
of
 
barrie
r
s
 
within
 
businesses.
 
A
 
‘them
 
and
 
us’
 
a
ttitude
 
c
an
 
be
 
r
ei
n
f
o
r
ced
 
b
y
 
the
 
artificially
c
r
e
a
t
ed
 
sepa
r
a
tion
 
of
 
w
a
g
ed
 
and
 
salaried
 
empl
o
y
ees,
 
when
 
in
 
f
act
 
the
 
only
 
dif
f
e
r
ence
 
m
a
y
be
 
th
a
t
 
one
 
g
r
oup
 
w
ear
 
suits
 
t
o
 
w
ork
 
and
 
the
 
other
 
does
 
not.
) (
Salaries
) (
Salaries
 
a
r
e
 
paid
 
a
t
 
an
 
annual
 
r
a
t
e,
 
f
or
 
e
x
ample
 
£25,000
 
per
 
y
ea
r
.
 
Salaried
 
in
c
omes
 
a
r
e
 
paid
mo
n
thl
y
,
 
di
r
ectly
 
i
n
t
o
 
a
 
bank
 
ac
c
ou
n
t.
 
Salaries
 
ma
k
e
 
g
ood
 
financial
 
sense
 
f
or
 
businesses
be
c
ause
 
th
e
y
 
a
r
e
 
paid
 
mo
n
thly
 
in
 
ar
r
ea
r
s
 
which
 
means
 
th
a
t
 
w
or
k
e
r
s
 
will
 
h
a
v
e
 
t
o
 
w
ait
 
up
 
t
o
a
 
mo
n
th
 
t
o
 
r
ecei
v
e
 
in
c
ome
 
f
or
 
w
ork
 
per
f
ormed.
 
This
 
leads
 
t
o
 
an
 
imp
r
o
v
ed
 
c
ash
 
fl
o
w
 
and
bank
 
balance
 
f
or
 
the
 
business.
 
Also
 
it
 
is
 
simpler
 
and
 
sa
f
er
 
t
o
 
p
a
y
 
mon
e
y
 
b
y
 
bank
 
t
r
an
s
f
er
r
a
ther
 
than
 
in
 
c
ash.
 
Salaried
 
w
or
k
e
r
s
 
a
r
e
 
not
 
normally
 
paid
 
o
v
ertime
 
but
 
m
a
y
 
r
ecei
v
e
 
other
financial
 
ben
e
fits.
 
This
 
non-p
a
yme
n
t
 
of
 
o
v
ertime
 
does
 
not
 
mean
 
th
a
t
 
th
e
y
 
do
 
not
 
w
ork
mo
r
e
 
than
 
their
 
c
o
n
t
r
ac
t
ed
 
hou
r
s
 
–
 
th
e
y
 
of
t
en
 
d
o
,
 
but
 
it
 
does
 
mean
 
th
a
t
 
empl
o
y
e
r
s
 
m
a
y
 
not
be
 
liable
 
t
o
 
p
a
y
 
f
or
 
this
 
e
x
t
r
a
 
w
ork.
) (
P
r
ofi
t
-
r
el
a
t
ed
 
p
a
y
) (
P
r
ofi
t
-
r
el
a
t
ed
 
p
a
y
 
lin
k
s
 
part
 
of
 
an
 
empl
o
y
ee
’
s
 
in
c
ome
 
t
o
 
the
 
p
r
ofits
 
of
 
a
 
c
ompa
n
y
.
 
Those
who
 
r
ecei
v
e
 
p
r
ofi
t
-
r
el
a
t
ed
 
p
a
y
 
will
 
h
a
v
e
 
a
 
l
o
w
er
 
sala
r
y
 
than
 
th
e
y
 
mig
h
t
 
othe
r
wise
 
e
xpect
 
but
will
 
ben
e
fit
 
o
v
e
r
all
 
b
y
 
r
eceiving
 
a
 
sha
r
e
 
of
 
c
ompa
n
y
 
p
r
ofits.
) (
When
 
p
r
ofi
t
-
r
el
a
t
ed
 
p
a
y
 
schemes
 
w
e
r
e
 
fi
r
s
t
 
en
c
ou
r
a
g
ed
 
during
 
the
 
1980s
 
it
 
w
as
 
hoped
th
a
t
 
th
e
y
 
w
ould
 
c
a
t
ch
 
on
 
with
 
all
 
types
 
of
 
w
or
k
e
r
.
 
H
o
w
e
v
e
r
,
 
in
 
the
 
main,
 
th
e
y
 
a
r
e
 
only
applied
 
t
o
 
senior
 
mana
g
eme
n
t;
 
although
 
some
 
businesses,
 
such
 
as
 
Asda
 
and
 
the
 
John
L
e
wis
 
P
artne
r
ship,
 
h
a
v
e
 
schemes
 
which
 
all
o
w
 
all
 
empl
o
y
ees
 
t
o
 
sha
r
e
 
in
 
c
ompa
n
y
 
p
r
ofits.
)

 (
Cha
p
t
er
 
20
 
–
 
Moti
v
a
tion
) (
©
 
W
J
E
C
 
|
 
C
B
A
C
) (
The
 
major
 
p
r
oblem
 
in
 
en
c
ou
r
aging
 
w
or
k
e
r
s
 
t
o
 
t
a
k
e
 
part
 
in
 
the
 
schemes
 
is
 
th
a
t
 
in
c
ome
 
is
uncer
t
ain.
 
W
or
k
e
r
s
 
m
a
y
 
beli
e
v
e
 
th
a
t
 
th
e
y
 
h
a
v
e
 
little
 
i
n
fluence
 
on
 
the
 
p
r
ofi
t
ability
 
of
 
the
business,
 
so
 
th
e
y
 
do
 
not
 
see
 
w
h
y
 
their
 
in
c
ome
 
should
 
fluctu
a
t
e
 
as
 
p
r
ofits
 
fluctu
a
t
e.
) (
Bonus
 
schemes
) (
The
r
e
 
a
r
e
 
a
 
wide
 
v
ari
e
ty
 
of
 
bonus
 
schemes
 
a
v
ailable,
 
each
 
designed
 
t
o
 
be
 
sui
t
able
 
f
or
dif
f
e
r
e
n
t
 
empl
o
y
ees
 
doing
 
dif
f
e
r
e
n
t
 
jo
b
s.
) (
These
 
schemes
 
include
 
the
 
f
oll
o
wing:
) (
•
) (
Sales
 
bonus
 
–
 
this
 
is
 
normally
 
paid
 
if
 
a
 
sal
e
s
 
t
a
r
g
e
t
 
has
 
been
 
r
eached.
 
F
or
 
sales
 
people
this
 
m
a
y
 
ma
k
e
 
up
 
a
 
signifi
c
a
n
t
 
part
 
of
 
their
 
sala
r
y
.
P
er
f
ormance
 
bonus
 
–
 
this
 
c
an
 
be
 
paid
 
t
o
 
an
 
individual
 
or
 
on
 
a
 
g
r
oup
 
or
 
f
ac
t
o
r
y
-wide
basis.
 
It
 
is
 
of
t
en
 
paid
 
f
or
 
r
eaching
 
t
a
r
g
e
ts
 
of
 
output
 
and
 
qualit
y
.
 
This
 
m
e
thod
 
of
p
a
yme
n
t
 
is
 
an
 
impo
r
t
a
n
t
 
part
 
of
 
Human
 
R
esou
r
ce
 
mana
g
eme
n
t.
Chri
s
tmas
 
bonus
 
–
 
o
f
t
en
 
c
alled
 
the
 
13th
 
mo
n
th
 
sala
r
y
 
–
 
paid
 
f
or
 
l
o
y
alty
 
t
o
 
the
business.
 
In
 
some
 
c
ou
n
tries
 
(
f
or
 
e
x
ample,
 
Germa
n
y)
 
virtually
 
all
 
c
ompanies
 
will
 
p
a
y
 
a
Chri
s
tmas
 
bonus.
) (
•
) (
•
) (
Frin
g
e
 
ben
e
fits
) (
Other
 
f
orms
 
of
 
financial
 
moti
v
a
tion
 
include
 
c
ompa
n
y
 
c
a
r
s,
 
pension
 
schemes,
 
sickness
ben
e
fits,
 
su
b
sidised
 
meals
 
and
 
t
r
a
v
el,
 
and
 
s
t
a
ff
 
dis
c
ou
n
ts.
 
These
 
a
r
e
 
of
t
en
 
g
r
ouped
t
o
g
e
ther
 
under
 
the
 
heading
 
of
 
frin
g
e
 
ben
e
fits
 
or
 
per
k
s
 
(pe
r
quisi
t
es).
 
Some
 
of
 
these
 
frin
g
e
ben
e
fits
 
c
an
 
be
 
r
e
g
a
r
ded
 
as
 
esse
n
tial
 
in
 
en
c
ou
r
aging
 
the
 
rig
h
t
 
appli
c
a
n
ts
 
f
or
 
cer
t
ain
 
types
of
 
v
a
c
ancies.
 
F
or
 
e
x
ample,
 
a
 
c
ompa
n
y
 
c
ar
 
is
 
a
 
necessity
 
f
or
 
a
n
y
one
 
w
orking
 
in
 
sales
 
in
 
the
financial
 
se
r
vice
 
business.
 
Senior
 
mana
g
eme
n
t
 
in
 
ma
n
y
 
c
ompanies
 
w
ould
 
e
xpect
 
both
 
an
upmar
k
e
t
 
c
ar
 
and
 
pri
v
a
t
e
 
health
 
c
a
r
e.
) (
Non
-
financial
 
m
e
thods
 
of
 
moti
v
a
tion
) (
The
 
use
 
of
 
non
-
financial
 
m
e
thods
 
of
 
moti
v
a
tion
 
demon
s
t
r
a
t
es
 
a
t
t
em
p
ts
 
b
y
 
empl
o
y
e
r
s
 
t
o
apply
 
the
 
ideas
 
behind
 
the
 
theories
 
of
 
the
 
li
k
es
 
of
 
M
a
y
o
,
 
Masl
o
w
 
and
 
Herzbe
r
g.
 
E
x
amin
a
tion
of
 
these
 
theories
 
has
 
sh
o
wn
 
us
 
th
a
t
 
moti
v
a
tion
 
t
o
 
achi
e
v
e
 
quality
 
of
 
output
 
is
 
be
s
t
achi
e
v
ed
 
th
r
ough
 
s
a
ti
s
f
action
 
of
 
higher
 
needs
 
(Maslow),
 
a
w
a
r
eness
 
of
 
the
 
r
ole
 
of
 
g
r
ou
p
s
in
 
the
 
w
orkplace
 
(M
a
y
o)
 
and
 
the
 
need
 
t
o
 
p
r
o
vide
 
moti
v
a
t
o
r
s
 
(Herzbe
r
g).
 
The
 
non
-
financial
m
e
thods
 
of
 
moti
v
a
tion
 
outlined
 
below
 
c
an
 
be
 
lin
k
ed
 
t
o
 
one
 
of
 
mo
r
e
 
of
 
these
 
theories.
) (
Job
 
enrichme
n
t
 
–
 
This
 
means
 
giving
 
w
or
k
e
r
s
 
mo
r
e
 
c
o
n
t
r
ol
 
o
v
er
 
the
 
t
as
k
s
 
th
a
t
 
th
e
y
c
ompl
e
t
e,
 
and
 
all
o
wing
 
w
or
k
e
r
s
 
t
o
 
c
ompl
e
t
e
 
t
as
k
s
 
th
a
t
 
h
a
v
e
 
a
 
meaning
 
and
 
a
r
e
 
c
ompl
e
t
e
in
 
themsel
v
es.
 
F
or
 
e
x
ample,
 
a
 
w
or
k
er
 
who
 
has
 
a
 
job
 
fitting
 
a
 
ci
r
cuit
 
boa
r
d
 
t
o
 
a
 
TV
 
m
a
y
)
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h
a
v
e
 
his
 
job
 
enriched
 
b
y
 
t
e
s
ting
 
the
 
boa
r
d
 
and
 
being
 
able
 
t
o
 
ma
k
e
 
adju
s
tme
n
ts
 
so
 
th
a
t
 
the
r
equi
r
ed
 
l
e
v
el
 
of
 
quality
 
is
 
achie
v
ed.
 
The
 
ability
 
t
o
 
do
 
this
 
r
an
g
e
 
of
 
t
as
k
s
 
means
 
th
a
t
 
the
w
or
k
er
 
be
c
omes
 
mo
r
e
 
c
ommit
t
ed
 
t
o
 
achi
e
ving
 
qualit
y
.
 
E
f
f
ecti
v
e
 
job
 
enrichme
n
t
 
depends
 
on
w
or
k
e
r
s
 
h
a
ving
 
i
n
t
e
r
e
s
ting
 
t
as
k
s
 
t
o
 
c
ompl
e
t
e.
 
Job
 
design
 
is
 
a
 
k
e
y
 
part
 
of
 
Herzbe
r
g
’
s
 
ideas.
) (
Job
 
enla
r
g
eme
n
t
 
–
 
Inc
r
easing
 
the
 
number
 
of
 
t
as
k
s
 
c
ompl
e
t
ed
 
b
y
 
a
 
w
or
k
e
r
.
 
F
or
 
e
x
ample,
a
 
sec
r
e
t
a
r
y
 
p
r
e
viously
 
empl
o
y
ed
 
t
o
 
an
s
w
er
 
c
alls
 
mig
h
t
 
n
o
w
 
h
a
v
e
 
duties
 
which
 
include
filin
g
,
 
l
e
t
t
e
r
-writing
 
e
t
c.
 
This
 
adds
 
i
n
t
e
r
e
s
t
 
t
o
 
the
 
job
 
and
 
i
n
v
ol
v
es
 
the
 
empl
o
y
ee
 
in
 
a
 
mo
r
e
c
ompl
e
t
e
 
r
ole
 
within
 
the
 
business.
) (
Job
 
r
o
t
a
tion
 
–
 
Changing
 
w
or
k
e
r
s’
 
t
as
k
s
 
which
 
a
r
e
 
c
ompl
e
t
ed
 
a
t
 
r
egular
 
i
n
t
e
r
v
als.
 
This
 
c
an
 
be
as
 
simple
 
as
 
s
wi
t
ching
 
places
 
on
 
a
 
p
r
oduction
 
line.
 
The
 
v
ari
e
ty
 
adds
 
i
n
t
e
r
e
s
t
 
t
o
 
the
 
job
 
and
r
educes
 
the
 
number
 
of
 
er
r
o
r
s
 
th
a
t
 
c
an
 
arise
 
th
r
ough
 
bo
r
edom.
) (
Job
 
design
 
–
 
Jo
b
s
 
should
 
include
 
c
ompl
e
t
e
 
t
as
k
s
 
th
a
t
 
a
r
e
 
of
 
i
n
t
e
r
e
s
t
 
t
o
 
the
 
w
or
k
er
 
and
challengin
g
,
 
which
 
all
o
w
 
decision-making.
) (
Communi
c
a
tion
 
–
 
Communi
c
a
tion
 
is
 
a
 
k
e
y
 
part
 
of
 
moti
v
a
tion
 
and
 
c
an
 
t
a
k
e
 
place
 
in
 
a
number
 
of
 
w
a
y
s,
 
e
.
g.
 
quality
 
ci
r
cles,
 
w
or
k
s
 
c
ouncils,
 
cell
 
w
orking.
) (
Emp
o
w
erme
n
t
 
–
 
This
 
means
 
giving
 
w
or
k
e
r
s
 
the
 
p
o
w
er
 
t
o
 
c
o
n
t
r
ol
 
their
 
o
wn
 
jo
b
s,
 
ma
k
e
decisions
 
and
 
impleme
n
t
 
their
 
o
wn
 
ideas.
 
It
 
is
 
of
t
en
 
used
 
in
 
an
 
artificial
 
w
a
y;
 
f
or
 
e
x
ample,
all
o
wing
 
c
ou
n
t
er
 
w
or
k
e
r
s
 
in
 
bu
r
g
er
 
ba
r
s
 
t
o
 
decide
 
the
 
g
r
e
e
ting
 
th
e
y
 
use
 
when
 
th
e
y
 
me
e
t
cu
s
t
ome
r
s.
) (
Quality
 
ci
r
cles
 
–
 
These
 
a
r
e
 
g
r
ou
p
s
 
of
 
w
or
k
e
r
s
 
th
a
t
 
me
e
t
 
on
 
a
 
r
egular
 
basis
 
t
o
 
discuss
p
r
oblems
 
in
 
the
 
manu
f
acturing
 
or
 
se
r
vice-p
r
o
vision
 
p
r
ocess
 
and
 
of
f
er
 
solutions.
 
Th
e
y
 
m
a
y
i
n
v
ol
v
e
 
g
r
ou
p
s
 
of
 
w
or
k
e
r
s
 
f
r
om
 
the
 
same
 
departme
n
t
 
or
 
c
ome
 
f
r
om
 
a
 
v
ari
e
ty
 
of
 
disciplines.
F
or
 
e
x
ample,
 
th
e
y
 
m
a
y
 
include
 
designe
r
s,
 
bu
y
e
r
s
 
and
 
p
r
oduction
 
w
or
k
e
r
s.
 
It
 
is
 
impor
t
a
n
t
th
a
t
 
f
or
 
quality
 
ci
r
cles
 
t
o
 
h
a
v
e
 
v
alue
 
the
 
membe
r
s
 
h
a
v
e
 
the
 
ability
 
and
 
the
 
authority
 
t
o
impleme
n
t
 
chan
g
es
 
su
g
g
e
s
t
ed.
) (
T
r
aining
 
–
 
The
 
p
r
o
vision
 
of
 
a
 
f
ormal
 
t
r
aining
 
scheme
 
is
 
impor
t
a
n
t.
 
As
 
Herzbe
r
g
 
s
t
a
t
ed,
without
 
t
r
ainin
g
,
 
w
or
k
e
r
s
 
will
 
not
 
be
 
able
 
t
o
 
fulfil
 
their
 
po
t
e
n
tial.
 
T
r
aining
 
c
an
 
be
 
on-the-
job,
 
learning
 
b
y
 
doing;
 
or
 
of
f
-the-job,
 
such
 
as
 
s
tudying
 
f
or
 
N
V
Qs
 
a
t
 
a
 
lo
c
al
 
c
olle
g
e.
 
On-the-
job
 
t
r
aining
 
has
 
c
o
s
ts
 
such
 
as
 
mana
g
eme
n
t
 
or
 
supe
r
visor
 
time
 
spe
n
t
 
t
r
aining.
 
Of
f
-the-job
t
r
aining
 
means
 
lo
s
t
 
p
r
oduction
 
and
 
disruption.
 
Also
 
the
 
n
e
wl
y
-qualified
 
w
or
k
e
r
s
 
m
a
y
 
seek
 
t
o
use
 
their
 
qualifi
c
a
tions
 
t
o
 
seek
 
b
e
t
t
er
 
empl
o
yme
n
t
 
els
e
whe
r
e.
) (
Fl
e
xible
 
w
orking
 
–
 
All
o
wing
 
w
or
k
e
r
s
 
t
o
 
h
a
v
e
 
eleme
n
ts
 
of
 
their
 
schedule
 
which
 
a
r
e
 
under
their
 
c
o
n
t
r
ol.
 
F
or
 
e
x
ample,
 
the
 
opportunity
 
t
o
 
w
ork
 
f
r
om
 
home
 
or
 
h
a
v
e
 
c
o
r
e
 
hou
r
s
 
and
fl
e
xitime
 
o
p
tions
 
a
r
ound
 
these.
)
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The
 
single
 
s
t
a
tus
 
w
orkplace
) (
When
 
all
 
artificial
 
barrie
r
s
 
sepa
r
a
ting
 
w
or
k
e
r
s
 
h
a
v
e
 
been
 
r
em
o
v
ed,
 
then
 
the
 
single
 
s
t
a
tus
w
orkplace
 
c
an
 
be
 
said
 
t
o
 
e
xi
s
t.
 
F
or
 
e
x
ample,
 
all
 
empl
o
y
ees
 
w
ear
 
the
 
same
 
basic
 
clothes,
use
 
the
 
same
 
dining
 
f
acilities,
 
and
 
h
a
v
e
 
access
 
t
o
 
the
 
same
 
pension
 
schemes
 
and
 
leisu
r
e
f
acilities.
 
This
 
is
 
s
t
r
ongly
 
lin
k
ed
 
t
o
 
the
 
higher
 
l
e
v
els
 
of
 
Masl
o
w
.
) (
P
r
oblems
 
with
 
impleme
n
ting
 
non
-
financial
 
m
e
thods
 
of
 
moti
v
a
tion
) (
Exi
s
t
ence
 
of
 
Theo
r
y
 
X
 
mana
g
e
r
s
 
–
 
These
 
mana
g
e
r
s
 
will
 
see
 
no
 
v
alue
 
in
 
using
 
e
xpensi
v
e
m
e
thods
 
of
 
moti
v
a
tion
 
when
 
w
or
k
e
r
s
 
h
a
v
e
 
no
 
c
ommitme
n
t
 
t
o
 
the
 
business
 
or
 
quality
 
of
 
the
p
r
oduct.
) (
Co
s
t
 
–
 
All
 
these
 
m
e
thods
 
a
r
e
 
e
xpensi
v
e
 
in
 
t
erms
 
of
 
mana
g
eme
n
t
 
time,
 
s
y
s
t
ems
impleme
n
t
a
tion
 
and
 
t
r
aining.
 
T
o
 
e
f
f
ecti
v
ely
 
use
 
these
 
m
e
thods
 
the
r
e
 
is
 
a
 
high
 
l
e
v
el
 
of
 
c
o
s
t.
Mana
g
e
r
s
 
mu
s
t
 
balance
 
c
o
s
t
 
a
g
ain
s
t
 
inc
r
eased
 
output
 
and
 
qualit
y
.
) (
Ex
t
ernal
 
f
ac
t
o
r
s
 
–
 
Once
 
w
or
k
e
r
s
 
a
r
e
 
used
 
t
o
 
h
a
ving
 
their
 
jo
b
s
 
enriched,
 
enla
r
g
ed
 
e
t
c.,
 
it
m
a
y
 
be
 
difficult
 
t
o
 
r
emoti
v
a
t
e
 
them
 
when
 
financial
 
ci
r
cum
s
t
ances,
 
c
aused
 
b
y
 
r
ecession
 
or
c
omp
e
ti
t
o
r
s’
 
actions,
 
f
o
r
ce
 
c
o
s
t
-cutting
 
on
 
a
 
business.
 
Un
a
v
oidable
 
r
edundancies
 
c
an
 
h
a
v
e
 
a
ne
g
a
ti
v
e
 
e
f
f
ect
 
on
 
those
 
w
or
k
e
r
s
 
th
a
t
 
r
emain
 
as
 
th
e
y
 
m
a
y
 
f
eel
 
less
 
secu
r
e
 
in
 
their
 
jo
b
s.
) (
The
 
s
tructu
r
e
 
of
 
the
 
w
ork
f
o
r
ce
 
–
 
If
 
a
 
la
r
g
e
 
part
 
of
 
the
 
w
ork
f
o
r
ce
 
is
 
not
 
c
o
r
e
 
t
o
 
p
r
oducing
the
 
added
 
v
alue
 
of
 
the
 
business,
 
the
r
e
 
is
 
p
r
obably
 
no
 
need
 
t
o
 
apply
 
ma
n
y
 
of
 
the
 
m
e
thods
gi
v
en
 
ab
o
v
e.
 
In
 
the
 
r
e
t
ail,
 
hospi
t
ality
 
and
 
t
ouri
s
t
 
indu
s
tries
 
ma
n
y
 
w
or
k
e
r
s
 
s
t
a
y
 
f
or
 
only
 
a
short
 
period
 
of
 
time,
 
so
 
moti
v
a
ting
 
these
 
w
or
k
e
r
s
 
w
ould
 
be
 
v
e
r
y
 
difficult.
) (
Ben
e
fits
 
of
 
e
f
f
ecti
v
e
 
moti
v
a
tion
) (
These
 
m
a
y
 
be
 
summarised
 
as
 
f
oll
o
w
s:
) (
•
•
•
•
•
•
•
•
•
) (
inc
r
eased
 
p
r
oductiv
ity;
inc
r
eased
 
quality;
l
o
w
er
 
l
e
v
els
 
of
 
s
t
a
ff
 
turn
o
v
er;
imp
r
o
v
ed
 
c
ommuni
c
a
tion;
higher
 
l
e
v
els
 
of
 
in
n
o
v
a
tion;
g
r
e
a
t
er
 
w
or
k
er
 
s
a
ti
s
f
action;
l
o
w
er
 
l
e
v
els
 
of
 
ind
u
s
trial
 
action;
imp
r
o
v
ed
 
cu
s
t
omer
 
se
r
vice;
b
e
t
t
er
 
r
epu
t
a
tion
 
–
 
easier
 
t
o
 
a
tt
r
act
 
quality
 
s
t
a
f
f
.
)
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Discussion
 
themes
) (
F
r
ederick
 
Herzbe
r
g
 
–
 
Jumping
 
f
or
 
the
 
Jellybeans
 
lectu
r
e
 
w
w
w
.
y
outube.
c
om/
w
a
t
ch?v=o87s-2
Y
tG4Y
) (
Mic
r
osoft
 
and
 
moti
v
a
tion
 
w
w
w
.
y
outube.
c
om/
w
a
t
ch?v=o
K
y
V
-l8i5lg
) (
Wh
a
t
 
a
r
e
 
the
 
ben
e
fits
 
of
 
a
 
moti
v
a
t
ed
 
w
ork
f
o
r
ce?
) (
H
o
w
 
do
 
the
 
Human
 
R
el
a
tions
 
School
 
of
 
moti
v
a
tion
 
beli
e
v
e
 
individuals
 
a
r
e
 
moti
v
a
t
ed?
) (
Explain
 
how
 
Masl
o
w
’
s
 
ideas
 
of
 
moti
v
a
tion
 
c
an
 
be
 
applied
 
t
o
 
the
 
w
orkplace.
) (
'Scie
n
tific
 
mana
g
eme
n
t
 
is
 
not
 
r
el
e
v
a
n
t
 
t
o
 
modern
 
moti
v
a
tional
 
m
e
thods.'
 
Do
 
y
ou
 
ag
r
ee
 
with
 
this
 
s
t
a
t
eme
n
t?
) (
H
o
w
 
do
 
e
xpec
t
ancy
 
theories
 
dif
f
er
 
f
r
om
 
the
 
other
 
moti
v
a
tional
 
theories?
) (
'Financial
 
m
e
thods
 
of
 
moti
v
a
tion
 
a
r
e
 
mo
r
e
 
li
k
ely
 
t
o
 
moti
v
a
t
e
 
w
or
k
e
r
s
 
than
 
non
-
financial
 
m
e
thods.'
 
Discuss
 
this
 
s
t
a
t
eme
n
t.
) (
E
v
alu
a
t
e
 
the
 
impact
 
t
o
 
a
 
business
 
of
 
h
a
ving
 
a
 
poorl
y
-moti
v
a
t
ed
 
w
ork
f
o
r
ce.
)
