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Abstract: The aim of the study ido identify the main motivational factors withinraultinational
company. The first objective is to identify workunctions, formulated on Abraham Maslow's
pyramid, following the identification of the keyatacteristics that motivate an employee at thekwor
place and last, but not least, the type of motivathat employees focus, intrinsic or extrinsibeT
research method targeted a questionnaire baseeysumeluding various company employees and an
interview with the manager. The results confirntedt in Romania, employees put great emphasis
on extrinsic motivation, a certain income and jobcigity being primary. These results have
implications for managers that in order to effeelyv motivate staff, first, must know their needsla
expectations. To identify the main needs and mtitimal factors we had as a starting point Maslow's
pyramid.
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Introduction

Motivation is a concept explained in different wayke origin is the latin word

"mover", which meanwhat is set in motiarNicolescu O. and Verboncu I. (2002)
define motivation as "an internal, personal anotrospective process, which
energizes, directs and sustains a certain behavidotivation is the mobile of

performance in each organization, that is why téren is nearly ubiquitous in the
literature. J.D. Chiffre and J. Teboul (1990)ughat "motivation is a dynamic
process that links in a complex interaction aperor team with its environment.”

The term motivation explains why people prefer daie type of behavior in favor
of another, sometimes keeping iteven during worible periods. Trying to
explain the behavior of individuals in organizasprmany authors have found
thatitis based on certain competences, moreessr |lexplicit. Therefore, the
general definitions note concerns both the physigatl psychological side of
human actions.
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Often, motivation is presented as the essence pagament philosophy, but for
many managers it still remains an enigma. Unlikeeyp technology or other
factors of production, people mean more for an aoizption. Their system

needs, their degree of motivation and satisfactwifi always lead to individual

and organizational performance. Therefore, the gmnamust "agree, within

organization, the economic performance with thedividual talents of his

employees", to act as a catalyst. Manager's albdigelf motivate and to motivate

others is an essential feature for ensuring theofimoperation of the company and
obtaining performance. Motivation requires a bedarfetween communication,
structure and rewards (Lupuleac S., 2009).

The manager’s task - as the catalyst element ofjithiep - is to identify and direct
employees reasons to a specific performance. Thieps is however complicated
and has a great subtlety. Individuals who make ujgam are sensitive to
different factors that change over time and thatld¢even enter in a conflict.
They have needs and expectations that are tryiggtisfy in different ways.

Organizational behavior experts distinguish betwiagmsic and extrinsic
motivation, pointing out that there is only a weakisensus on precise definitions
of these concepts and an even less agreement aredteto label some reasons to
be intrinsic or extrinsic. However, the followingfthitions seem to capture the
difference quite well (Nicolescu O., Verboncu 2002).

Intrinsic motivation refers to “"psychological” rewards and comes fiiwa direct
relationship between worker and task, and is ugaaito applied. Feelings of
achievement, accomplishment, challenge and competeoming from fulfillment
of duties are examples of motivational intrinsictbrs, like interest in the activity
itself.

Extrinsic motivatiorrefers to "tangible" rewards as salaries and fitenejob
security, promotion, contract services, environnart working conditions. This
motivation comes from an external work environmemd usually it is applied
by someone other than the person who is motivated.

Abraham Maslow’s Hierarchy of Needs

The hierarchy of needs or the pyramid of needsiessad the most known theories
developed by the famous american psychologist AbratMaslow. According to
Maslow's theory all human needscan be arrangeid a hierarchypyramid)in
order of importanceHumanneedshegin withphysiological needandprogress
until theachievement of highereedssuch aself-actualization andspiritual
needs Oncea level issatisfied the next levelsthe dominant factorina
behavior.
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Figure 1. Maslow’s Pyramid

At one point a person is motivated to meet a aef@iel of need in the hierarchy.
To successfully motivate an employee or group ofplegees, managers must
recognize their level of motivation.

The strongest needs are placed at the bottom gbytteenid. As a need climbs to
the top of the pyramid, the more weak and spedifits. We observe that the
primary needs, also called physiological are comrw all. These include food,
water, oxygen and shelter. In terms of an employese needs are satisfied
with an appropriate salary.

The next level is the safety nedidincludes the need for security and stability
necessary to ensure the physical and emotionaltysaf€he organizational
conditions that could meet these needs includeridji@ to join a union, job
security, a comfortable working environment, emaoye medical facilities,
pension programs, as well as the ensure of an gahevainimum level income.

Social needs, which include the need for love,ctifi@a and social interaction
represent the third level. The organizational fexctbat might meet these needs
include the ability to interact with others at wptke chance to work in teams,
ability to develop new friendships as well as oigag events for employees. In
a broad sense, the work environment and infornm@lgs can meet these needs.

The next level is represented by the need of estezspect and gratitude received
from others, and respect for yourself, respectitbby feeling of being powerful,
confident, competent. According to Richard Brang®@10) Young workers are

as important as those with experience. Staff shbelgraised, not criticized - they
know when they did something wronghus, a manager must be able to encourage
employees and provide them with a sincere appienidbr high performance.
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This increases the confidence of employees andasct powerful stimulant of
motivation. Not meetinghe needs of esteem results in deterrence andtéong-
inferiority complex.

The two upper levels are represented by self-szatain and spiritual
needs. These needs come from man's instinctiveyie#o fully capitalize on their
skills to become better and better. They are thetrddficult to understand and
satisfy as they take different forms and vary frone individual to another. In his
essayThe Farther Reaches of Human Natulaslow writes that "people who
have reached a state of self-actualization oftdrrem state of transcendence, in
which they become aware not only of their persquaéntial, but also of the full
potential of the human species”.

Case Study: Identifying the motivational factors atwork

This study’s purpose is to identify the main madtieaal factors within a
multinational company activating in the fashionlustry, that has a commercial
presence in Tingdbara, Romania.

On-site data collection, analysis and literatureeaech were carried out between
march and june 2011.

A first objective was to identify work functionsprimulated on the basis of
Maslow's pyramid, following the identification ohd& key characteristics that
motivate an employee to work, intrinsic or extiins

After analyzingthe needs hierarchy, we found that the main jolotfans are:

- Insurance of a necessary income;

- Job security;

- Contact with other people;

- Feeling of achievement, which includes esteem, -a#lfalization and
spiritual needs.

We carried out an investigation based on a questioa, which focused on various
company employees, and also an interview with th@men’s line department
manager.

20 employees from all 3 departments of the stagedd8 to 36 were interviewed.

All, but one of the survey participants (an 18+yeld female part-time worker still
attending high-school) studied economics while ratiteg university or have a
degree in the same field.

The store has 3 departments: Women’s line, Memis lnd Kids Line. Each
department has a manager, who also has a masegrealin management. The
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business functions of the respondents are: 3 s@esgers, 3 assistant managers, 4
cashiers and 10 sales assistants.

Applying the questionnaire on those 20 respond&gspbtained the following
results:

1. Work functions

Feeling of
achieve Necessary
3% income

Contact with
other people _/
17%

40%

Job securit
30%

Figure 2. Work functions

It appears that income assuraigxcthe employee’s primary need, obtaining a value
of 40%, followed by job security with a value of ®0We note that the need
for achievement and affiliation received a muchIgnaercent, which means that
employees put more emphasis on extrinsic motivdtian on the intrinsic one.

Sumrow (2003) considers Maslow’s theory interestiagd useful in the
organizational area through the clarity with whéclposition can be determined
in the hierarchy. He believes that the only tHimgt can be done is establishing a
stimulating work environment that would bring skction to employees, in this
way contributing to satisfy the higher needs. Heises managers and all staff
involved in assessing and directing human ressuce use Maslow's theory
principles as astarting pointto identify persdmmeeds, specific to each
organizational environment.

2. Motivational Factors

In multinational companies, it is very important foanagers to continuousiiynd
new ways to motivate employees. Their goal istd fiut what motivates people
to work and what job features they appreciatentbst (Figure 3):
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Job features

10%
30%
M Free time
15%
B Rewards
Interesting job
B Own initiative

19%_/

 Responsibility

26%

Figure 3. Motivational factors

Most employeeare satisfie when their work schedule allows théo have
time for otheractivities are rewarded fairly and their workiigerestiniand
exciting. Features sudksresponsibility and initiative are nobnsidered importai
byall employees, which makes think of Maslow's pyramid,satisfaction o
primary need®eing a priority

3. Intrinsic motivation versus extrinsic motivation

After analyzing the twdigures above (figure 2 and 3), we easdgcertain thian
employee will performmore effectivel when he will benefit botkextrinsic and
intrinsic motivation. AsSumrov (2003) stated in his studpotivation: & new
look atan age-oldopic, "motivating staffis a&hared responsibiliand
emphasizes thain employe must have a certain amount of intringiotivatior to
perform some tasks aiifdt is missing, it can not be created".

The following figurerepresents ttimportance of intrinsic motivatiom relation
with theextrinsic motivation, according to the surveyed Eyppe: age.

1
M Intrinsec
0.5 motivation
M Extrinsic
motivation
O 1 T T 1

18-22 23-27 28-36
years  years  years

Figure 4. Extrinsic motivation versus intrinsic motivation
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Companies employees put more emphasis on extrimsivation, butit's
importance decreases when employees obtain moegierpe, moment in which
they focus more on intrinsic motivation.

Following the interview with the manager, we foutitht the main methods to
motivate employees in the company are:

- Payment of a salary above average;
- Internal promotion;
- Possibilities to attend training sessions in thenty and abroad,;

- Monthly programs awarded :"best employee”, "bestagar"”, "best shop";
- Bonuses at the end of the year.

Conclusions

The motivation process is essential if we wantduieve a high performance and
meet organizational goals. Individual efficiency ngeates organizational
performance, but personal efficiency is highlyelggient on  motivation.
Basically, motivation is the essential ingrediesit any person to make things
work.

This study aimed to highlight the main motivatiofedtors within a multinational

company and it was found that employees put a gn@g@thasis on extrinsic and
intrinsic motivation. To have motivated employeesl actively involved in works

achievement, managers need to know their emplottesis,needs and try to meet
them within limits.
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