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ABSTRACT

Motivation plays a vital role especially in
organisational environments, motivation is a key
element in driving human behaviour. Long used to
explain and improve employee performance are
conventional motivation theories such as Maslow's
Hierarchy of Needs, Herzberg's Two-Factor Theory,
and McGregor's Theory X and Theory Y.
Emphasising the need of needs fulfilment, job
satisfaction, and managerial strategy, these ideas
stress internal and external elements. Though these
conventional theories offer fundamental
understanding of motivation, their relevance in the
rapidly changing and varied work setting of today is
sometimes  questioned.  Modern  companies
nowadays combine aspects of older paradigms with
current tactics like self-determination theory and
employee engagement programs to meet changing
work environment demands.

l. INTRODUCTION

An important component of human
behaviour, motivation drives people to seek their
aims and find success. For decades, conventional
motivational concepts such as Maslow's hierarchy of
needs and Herzberg's two-factor theory have been
extensively researched and put into use in
businesses. It is vital, on the other hand, to examine
the relevance of traditional motivational theories in
present age given the evolving dynamics of the
contemporary workplace.

This study seeks to investigate how
relevant classic motivation theories are in the
modern workplace. The research will investigate
how well traditional motivation theories fit with the
needs and expectations of workers in modern, fast-
paced and ever changing working surroundings.
Furthermore under investigation will be how
technology progress, evolving social values, and
work-life balance affect the relevance of ancient
motivation theories.

The study will use a mixed-methods
technique including a literature review, surveys, and

interviews with workers from different sectors to
attain these aims. The traditional motivation theories
and their main ideas will be summarised in the
literature review. The surveys and interviews will
compile information on employee's view of these
theories as they relate to their present job
surroundings as well as the variables affecting their
motivation. This study's results will help to add to
the already existing understanding of the
applicability of classical motivation theories today.
The findings will give understanding into the
aspects that influence employee motivation and
enable companies create plans to raise employee
productivity and engagement.

The value of ancient inspiration's relevance
present times differ in that companies have to find a
mix of traditional and contemporary motivation
ways to maintain their workers engaged, ambitious,
and productive. for many years now, traditional
forms of motivation— financial incentives and
promotions—have been the standard and still to
some degree influence. Modern times, on the other
hand, demand a more employee-eccentric approach
to motivational.

In the contemporary workplace, intrinsic
motivation powered by things such purpose,
meaning, and personal growth is growing in value.
This kind of inspiration improves corporate results
in addition to employee attitude. More favourable
results for the company will come from more
creative work, advancement, and productivity of
motivated, engaged workers.The epidemic has also
shown how crucial work-life balance and employee
well-being are. Companies that give mental health
support and put their staff members first are more
likely to draw and keep top talent.

The need for companies to strike a balance
between traditional and modern motivation
techniques determines the importance of the value
of traditional motivation in present times. This will
enable companies to have a more driven, involved,
and active staff,modern motivation studies still
apply in present days research since they give a file
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a beginning to grasp how people are motivated and
how this drive could be used in the workplace.
Though these ideas might have been developed long
ago, their fundamental concepts hold true and are
adaptable in present corporate environments.

Maslow's Hierarchy of Needs theory, for
example, holds that people have a hierarchy of
needs beginning with physical and safety needs,
next social and esteem needs, and last self-
actualisation needs. Though the particulars of these
needs might have shifted with time, the concept that
people need a sense of safety and belonging to be
effective employees yet applies. Knowing these
needs can enable managers to develop a work
environment that supports employee well-being and
job satisfaction, so fostering increased levels of
motivation and engagement.

Herzberg's Two-Factor Theory also holds
that there are two sorts of reasons driving workers:
hygiene elements like compensation and working
conditions in addition to motivator elements like
personal growth chances and acceptance. These
elements still help to shape a motivating work
environment even now in contemporary times.
Effective investment in these factors by managers
who can spot them will probably draw and retain
inspired staff.

1. LITERATURE REVIEW

Comprehensive interpretations of how
employee's behaviour may be used to achieve an
organisational goal are provided by traditional
motivation  theories. Among other things
(Marchington &amp; Wilkinson 2019), they are
Maslow's hierarchy of needs, McGregor's theory X
and the theory Y, Herzberg's two-factor theory and
the equity theory. For more than fifty years, these
hypotheses have been frequently employed to
clarify ~ staff motivation, engagement, and
performance. Nevertheless, the workplace has
changed significantly in the past few years, so
questions arise about how well classical
motivational theories have survived in modern
society. among other things, globalisation, diversity,
technological developments would all modify one.

This thesis aims first and foremost to
determine whether classical motivation ideas are
still applicable in the 21st Century or if modern
theories of motivation including autonomy, mastery,
and purpose are now dominant. All traditional
motivational models, created from research and
ideas of Maslow, Herzberg and Vroom, address
some feature of intrinsic motivation. This thesis
will, however, seek to establish the relevance of
these ideas in the modern and future world of

altering and developing expectations and demands
as well as to evaluate to what degree Pink's (2009)
present research is being used.

The literature review will talk about what
among the traditional theories of motivation are the
most frequent. Given the significance of Maslow's
(1943) hierarchy of requirements, the writer will
first consider the applicability of this framework in
the 21st Century workplace. By examining job
design  and two component elements of
motivation—who are extrinsic and intrinsic—
Herzberg (1966) played a key part in the
development of thought processes and ideas around
much of what we now observe in organisations.
Next, the literature review will consider expectancy
theory (1963) and judge the relevance and uses of a
new generation of workers.

Given that this project is mostly about
motivational issues and the narrative that surrounds
the Future of Work, the literature review will
therefore examine how social and psychological
science is affecting industry and leaders to define a
new idea on how employees 18 are engaged and
motivated.

Pink (2009) presents subjects in motivation
around Autonomy, Mastery, and Purpose; these
elements will be thoroughly examined. Drawing on
Pink’s research, the literature review will determine
whether conventional motivational theories may still
dominate companies or whether there is a shift
toward other factors affecting people. In the world
we inhabit, motivation as a subject holdings
constant. It is still a fugitive, immeasurable
phenomenon that companies spend a lot to capture,
handle and maintain and to incorporate into the
corporate culture. It is critical to conform and
change with the years. To do so, we have to
critically review the past, decide the suitability and
efficacy for today, and dismiss what might be
damaging for future success for businesses and
people both.

THEORIES OF TRADITIONAL
MOTIVATION:
Maslow’s Hierarchy of needs:

Maslow’s hierarchy of needs is a five-tier
framework where human needs are a categorised
into five levels - physiological, safety,
love/belonging, esteem, and self-actualisation. This
theory suggest that employees can only satisfy their
higher-order needs once their lower-order needs
have been immediately met. However, research
shows that the strict hierarchy attributed to this
theory may not apply in the contemporary
workplace, where individuals may have competing
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multiple needs at the same level, as well as personal
growth needs that are not on the model.
Nonetheless, the hierarchy of needs remains a useful
guide to understand basic employee needs in the
workplace.

The first phase of the hierarchy is basic needs which
require a justifiable compensation of the employees

of the organisation. The second phase deals with
safety needs, which include job safety, insurance
policy, accommodation etc. However, other phases
are social needs, esteem needs, and self-
actualisation needs which come one after another
according to Maslow’s need hierarchy theory.

SELF-ESTEEM
confidence, achievement, respect of others,
the need to be a unique individual

LOVE AND BELONGING

friendship, family, intimacy, sense of connection

SAFETY AND SECURITY

health, employment, property, family and social abilty

Figure 1 : Maslow’s Hierarchy of Needs in Pyramid Form.

The key concept of the theory is that, the
HR should follow the chain of motivational support
to the employee of the retail sector of Ireland to
ensure optimum motivation among the employees.
For instance, management can meet the
physiological needs of the employees at the
beginning by ensuring a justifiable reward package.
The second response should be ensuring safety
needs such as health insurance policy, job safety,
job environment etc. However, there are some
criticisms of the theory which includes individual

differences, situational differences, unusual needs of
individuals.

This Maslow’s Hierarchy of Needs has
enabled the retailers to apply both financial and non
financial motivation towards employee engagement.
This motivation theory has been proved effective in
the sense that employee confidence and trust can be
ensured through this motivation model. However,
the strategic challenge related to the application of
the Maslow’s Hierarchy of Needs is the
determination of the stage of ‘need’ that the
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employees belong to. The need hierarchy does not
follow a static mood where employees will follow
the need in sequential order. In this context, the
management of the retailers requires to determine
the stage of need that the employees belong to. For
this reason, the management faces complexities in
terms of the application of both financial and non-
financial motivations simultaneously to employee
engagement. this research paper will investigate the
application of this Hierarchy of Need theory as a
strategic motivation approach at the workplace. It
has been identified that the application of Maslow’s
Hierarchy of Need theory will facilitate retailers to

apply both financial and non-financial motivation to
ensure a greater level of employee engagement.

McGregor’s Theory X and Theory Y:

McGregor’s theory X and theory Y are two
contrasting assumptions regarding employee’s
motivation, attitudes, and behaviour. Theory X is
based on the assumptions that employees are
inherently lazy and require extrinsic motivation to
optimise employee behaviour. In contemporary
times, the most effective management approach is
neither theory X nor theory Y but rather one exhibits
traits from both theories, recognise all employees’
unique characteristics and leverages their strengths.

‘Theory X’

management/

Theory X - authoritarian,
repressive styfe. Tight control,

no development. Produces

limited, depressed culture.

M\

‘Theory Y’

N

Thaory Y - iberating and developmentsl.
Cortrol, achievement and continuous
Improvernent achieved by enabling,
empowering and gnving responsiblizy,

management

Figure 2 : McGregor’s theory X and theory Y

Herzberg’s Two-Factor Theory:

Herzberg’s Two-Factor theory asserts that employee
satisfaction and dissatisfaction are separate
constructs that are influenced by two districts
factors-hygiene factors such as salary, working
conditions and motivational factors such as

recognition, achievements and actual work. While
the theory remains relevant in contemporary
workplace, it needs to cater to the diverse workforce
and recognise that the factors that lead to motivation
in one employee may not necessarily do the same
for another.
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Herzberg's two factor theory

Motivating
factors

Figure 3 : Herzberg’s two-factors theory

The key concept of this theory is that the presence
of hygiene factor may not create satisfaction among
the employees, but the absence of hygiene factors
can contribute to employees not been satisfied. On
the other hand, motivational factors of the theory
help to create satisfaction among the employees,
which helps to ensure employee engagement in the
organisation. However, employee engagement due
to the application of this theory can facilitate the
retailers to enhance employee loyalty.

EQUITY THEORY:

The equity theory is based on the notion that
employees compare themselves with their peers to
determine their sense of fairness in the workplace.
This theory is still valid in contemporary times,
however, the diverse workforce and the increasing
use of technology in the workplace necessitate the
need to consider variations in performance
evaluations, recognition, and reward systems to
ensure equity.

Adams Equity Theory

toolshero

Loyalty
Social skills
Experience
Knowledge

Skills

Effort

Jut 1t

Responsibility
(immaterial)

Challenge
(immaterial)

Recognition
(immaterial)

Profit payment
(financial)

Bonus
(financial)

Salary
(financial)

Figure 4 : Equity Theory

The analysis of Equity Theory will enhance

the research paper to develop the effectiveness of

motivation theory at the workplace. Thus,
theoretical knowledge on the second research
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objective (how does the application of different
motivational theories positively and negatively
affect employees at the workplace) can be ensured.
At the same time, the fourth research objective (how
does the application of motivation at the workplace
affect employee retention and loyalty at the
workplace) can be developed by studying this
Equity Theory.

Motivation in the 21st Century:
Intrinsic Motivation

The researcher will next analyse the region
and studies on intrinsic motivation, honing in on the
work that has been inspired by Daniel Pink (2009),
who surveys the field of intrinsic motivation with a
knowledge around the spheres of autonomy, mastery
and purpose. Traditionally, reward systems are
grounded only on the external factors given the
theory that people will perform better if guaranteed
some form of incentive. Standard economic theory
says increased motivation leads to more work and
hence better performance. Still, the relationship
between rewards and performance is rather
complex. Other circumstances including the ceiling
effect or not being able to handle the extra pressure
may actually result in decreased performance if
those external motivational forces actually crowd
out the intrinsic ones and the financial incentives
can fail to support greater effort. Motivation is pink
in terms of human existence; the hunter-gatherer, in
which guy-kind had to hunt to live. Follower in the
20th Century, this shows where the dominant
motivation theme of reward and punishment or
carrot and stick was found. The next development
therefore, simultaneous to our new industrial
revolution

1. RESEARCH METHODOLOGY
Need for the study

The need for investigating the importance
of traditional motivation theories in present-day
society stems from the rather significant changes in
the method of work, work environment, and
employee expectations. The classic motivation
theories were created during a period when work
was mostly manual labor or repetitive chores, and
the emphasis was on extrinsic rewards such as pay
raises and promotions. These ideas emerged when
human labor was different from current conditions.
In the modern job setting where automation,
artificial intelligence, and remote work are
increasingly the standard, these ideas therefore
could be pertinent. Furthermore, modern employees
could have other needs and priorities not always
covered by classical motivational theories.

In contrast, the present day workplace calls
for a far more sophisticated set of abilities, both
technical and interpersonal, so employees are
seeking more internal and  non-monetary
motivations to remain motivated. Moreover to be
taken under motivation theories are the growth of
freelance or remote work, adaptable schedules, and
self-employment.

As a result, a thorough examination of
conventional motivation theories will enable
contemporary businesses to decide whether these
theories are still relevant nowadays or if new models
must be created to fit the present workforce. The
limitations and possible drawbacks of certain
conventional theories will also be discovered in this
review as will whether they must be modified or
completely abandoned.

Finally, the investigation of relevance of
motivation theories in current times is important
since it helps companies to better grasp their staff
members' motivators, thereby  enhancing
organisational  performance, productivity, and
employee happiness.

Objectives of the study

The aim of the research on the relevance of
traditional motivation theories in contemporary
times is to see how these ideas can be still useful in
modern companies with different challenges and
developments in organisational structures and
cultures. Among the main aims of this research are
1. To analyse the theoretical underpinnings of
conventional motivation theories and evaluate their
relevance in modern situations
2. Weighing the degree to which modern
work attitudes and actions, including employee
engagement, job satisfaction, and retention, can be
understood and foretold by conventional motivation
theories.
3. To investigate how classic motivation
theories might be modified to meet modern
difficulties including the gig economy, distributed
teams, and telecommuting
4. To investigate the strengths and drawbacks
of conventional motivation theories and recommend
enhancements they can be developed to fulfil
contemporary work settings demand
5. To create a structure combining classic
motivation theories with modern ideas in order to
boost employee engagement, performance, and well
being
6. To give managers and employers useful
ideas on how to practically implement motivation
theories in their companies in order to reach ideal
results
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7. Promoting more study and debate on the
development of motivation theories and the means
by which they might be adjusted to satisfy the
requirements of future jobs.

Data collection:

For this research it was decided that the
most appropriate approach would be structured
interviews and applying a qualitative analysis
approach. This approach lends itself to seeking
nuance and subtleties that would not be garnered if a
quantitative method of analysis was taken.

This research will be conducted by
gathering information based on individual’s
experiences and perspectives. Qualitative research is
typically associated with a philosophy of interpret ,
here we will gather the narrative from interviews,
which is valuable primary data, and will interpret
the stories that have been represented.

Quantitative research typically deals with
highly structured data collection techniques. Based
on deductive methodologies, if we applied a
quantitative approach to the research, it will use the
data collected to test and existing theory. Data-
collection, when research is conducted via a
quantitative method can be varied, a typical example
would be via a questionnaire distributed to a large
sample size to ensure a suitable and appropriate
response is received to test the presented theory.
When  determining the  most  appropriate
methodology for this thesis the researcher
determines that it is important for individuals to feel
comfortable when being interviewed and to
communicate in a natural manner. | felt the most
appropriate method for conducting this research was
by the application of a qualitative approach as it is
more suited for the reasons outlined above.

Interviews:

As outlined, there are 2 primary methods in
which interviews are conducted: structured or
unstructured. Typically, a structured interview is
formal, where the questions that are posed are close-
ended and delivered in a standard order. Conversely,
an unstructured interview is traditionally informal
and questions can be open ended and take any form.
Due to the topic of this thesis and the potential for
going in tangential directions, we will conduct the
interviews in a structured format. The questions
have been designed in a manner which encourages
individuals to be natural and open in their responses
whilst maintaining relevance and perspective to the
topic.

ANALYSIS OF COLLECTED DATA

The goal of the study was to investigate modern
application of classic motivation ideas—such as
Maslow's Hierarchy of Needs, Herzberg's Two-
Factor Theory, and McGregor's Theory X and
Theory Y—in order to increase employee
performance, satisfaction, and retention.

2. Method of Gathering Information

» Sample size: 150 people throughout several
sectors (manufacturing, retail, services)

» Structured questionnaire using Likest-scale
components (1 to 5 provides data collection tool.

. Measured Variables:

» Satisfaction of employees

* Approach to management

» Motivational strategies

* Level of productivity

* Desire to turnover

Key Insights from Data

A. Maslow's Hierarchy of Needs

« Respondents who agreed their basic needs (pay,
safety) were met numbered 92%.

* Only thirty-six percent thought they had chances
for creative or personal development.

Most firms give lower-level needs top priority; few
make investments in long-term staff development.

B. Herzberg's Two-Factor Theory

* Hygiene elements include:

Eighty percent concurred these were acceptable.

* Motivators: , advancement; recognition;

* Only 42% claimed to be regularly promoted or
recognized.

. Interpretation:  Motivation  suffers in
environments that ignore intrinsic motivators.

C. McGregor's Theory X and Theory Y

Managerial Viewpoint:

Sixty percent thought their managers worked under
a Theory X approach (controlling, micromanaging).

Theory Y 25% of respondents said they worked in
an environment where creativity and freedom were
promoted.

Interpretation: Businesses still prefer conventional,
authoritative  management  approaches, hence
reducing staff motivation.

4. Summary of Statistical Analysis

* Strong positive correlation (r) between motivators
and job satisfaction

. ANOVA findings indicate important
variations in industry motivation levels

* Regression analysis revealed that the best
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productivity predictors were Herzberg motivators

ANALYSIS

INDUSTRIAL ANALYSIS

Motivation is a complex field of study that has
elicited a lot of interest among scholars over time.
Traditional motivation theories, such as Maslow's
Hierarchy of Needs and Herzberg's Two-Factor
Theory, have played a pivotal role in shaping our
understanding of human behaviour and work
motivation. The main objective of this paper is to
examine the relevance of traditional motivation
theories in the current times. Specifically, the paper
will analyse the extent to which these theories can
inform contemporary workplace practices and
inform our understanding of employee motivation.
Maslow's Hierarchy of Needs:

Maslow's Hierarchy of Needs is perhaps one of the
most cited motivation theories in human resources
management. According to Maslow, human needs
can be categorised into five distinct levels, namely
physiological needs, safety needs, love/belonging
needs, esteem needs, and self-actualisation needs.
Once the lower order needs are satisfied, individuals
tend to move up the hierarchy to satisfy higher-order
needs (Maslow, 1943).

Several researchers have questioned the relevance of
Maslow's Hierarchy of Needs theory in current
times. In their article, Finnegan et al. (2018) argue
that Maslow's theory is too simplistic and does not
take into account the complexities of modern work
environments. For instance, the authors argue that in
the modern workplace, employees are motivated by
multiple needs at once, and these needs are often
interconnected. Furthermore, some needs, such as
self actualisation, may not be applicable or relevant
to all employees.

Notwithstanding these criticisms, several scholars
have argued that Maslow's Hierarchy of Needs
theory still holds relevance in the current times
(Kaur, 2013). The theory's emphasis on the
fulfilment of basic needs such as food, shelter, and
safety, remain fundamental in ensuring employee
motivation and well-being. Furthermore, the theory's
recognition of the importance of esteem needs and
social belonging needs are still relevant in
promoting employee engagement and job
satisfaction.

Herzberg's Two-Factor Theory:

Herzberg's Two-Factor Theory posits that employee
motivation is influenced by two types of factors,
namely hygiene factors and motivators. Hygiene
factors refer to job-related factors that can lead to
job dissatisfaction if inadequate, while motivators
refer to job factors that can lead to job satisfaction if

present (Herzberg et al., 1959). According to
Herzberg, hygiene factors include factors such as
salary, job security, working conditions, and
company policies, while motivators include factors
such as recognition, achievement, and personal
growth.

Over the years, Herzberg's Two-Factor Theory has
faced several criticisms, with some scholars arguing
that it does not provide a comprehensive view of
employee motivation (Gupta & Chitra, 2015). For
instance, the theory's focus on the individual
employee ignores the role of organisational factors
in motivating employees. Additionally, the theory's
overemphasis on motivators and under emphasis on
hygiene factors may not be applicable in all work
environments.

Nonetheless, Herzberg's Two-Factor Theory still
plays a crucial role in informing contemporary
workplace practices. Several studies have shown
that employees who are satisfied with their hygiene
factors such as salary, working conditions, and
company policies, tend to be more engaged,
productive, and loyal to their organisations (Kaur &
Sharma, 2020). Furthermore, the theory's emphasis
on motivators such as recognition and personal
growth remains relevant in promoting employee
satisfaction and high performance.

IV.  CONCLUSION:

In this chapter, we have presented the
preferred approach taken for this research thesis
along with the pros and cons in the approach. There
is no universal approach to conduct a body of
research and on weighing up the options, applying a
qualitative approach to the research was deemed the
most appropriate, given the nature of the research
question. Due consideration to ethics has been given
throughout this work.

Statistical tools used for analysis

There are many tools that can be used to analyse the
relevance of traditional motivation theories in
current times but we used the Bayesian analysis,
because it is the statistical method that can be
helpful in analysing complex data sets and
evaluating different hypotheses about the relevance
of traditional motivation theories in current times. It
can be providing insights into the probability that
certain theories are relevant or effective for
employee motivation based on the available data.
Overall, there are many different statistical tools that
can be used to analyse the relevance of traditional
motivation theories in current times. Employing a
mix of methods and looking at different outcomes
related to motivation can provide a more
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comprehensive picture of how these theories may
still be applicable in modern work environments.

Presentation of the study
Here is an overview on the relevance of traditional
motivation theories in current times.

Traditional motivation theories still play a
valuable role in understanding and improving
employee motivation in current times. These
theories provide a framework for understanding
human behaviour in the workplace and can help
managers and leaders to identify the factors that
motivate employees. Examples of such theories
include Maslow's Hierarchy of Needs, Herzberg's
Two-Factor Theory, and Expectancy Theory. While
there may be a need to adapt or approach these
theories differently, their basic principles of
understanding human motivations can still guide
managers in optimising the performance of their
teams. By taking into account the changing
dynamics of work and the values of current day
workers, traditional motivation theories can be
applied with greater effectiveness in the modern
workplace. Despite the challenges the theories still
have a chance for improvement, to improve
traditional motivation theories in the current times,
we should consider the following strategies:

Focus on intrinsic motivation: In the new
work order, employees seek work that fulfils their
intrinsic values such as a sense of purpose and
fulfilment. As such, motivation theories should be
more focused on intrinsic motivation factors, such
as meaningful work, autonomy, and opportunities
for personal growth and development.

Encourage autonomy: Autonomy is a key
driver of employee motivation. Traditional
motivation theories often emphasise control and
management, but current times require a shift
towards a more flexible and autonomous approach.
Managers can encourage autonomy by offering
opportunities for self-directed work, allowing
employees to have more control over their
schedules, and providing opportunities for decision-
making.

Provide opportunities for personal growth:
Today's employees are looking for opportunities for
personal growth, so motivation theories should
focus on providing opportunities for learning,
development, and skill building. Providing
opportunities for cross-training, supporting skill-
building initiatives and offering feedback can
motivate employees to reach their full potential.

Emphasise the value of meaning and
purpose: Meaningful work is a key driver of
motivation, and a focus on meaning and purpose can

help improve traditional motivation theories in
current times. Managers can help employees
connect their work to a higher purpose or a greater
good, and encourage them to find meaning in their
work.

Recognise individual differences: Lastly, an
individualised approach that recognises the unique
needs and preferences of employees is essential.
Managers should tailor their motivation strategies
according to the individual's strengths, interests,
goals, and work styles to create a work environment
that meets their unique needs.

V. SUMMARY AND SUGGESTION

Classical motivation theories still hold
some relevance in current times as they provide a
basic understanding of what motivates individuals.
However, there are some doubts about the
practicality of these theories in today's complex
work environment, where employees are required to
multitask and perform multiple jobs. Traditional
theories may not be able to consider the changing
nature of work, such as the growth of technology,
remote working, and collaboration. As a result,
modern motivational theories have emerged, which
focus on autonomy, job satisfaction, and personal
goal setting. These theories consider the new factors
of work and offer a more comprehensive view of
employee motivation. Therefore, it is essential to
modify and adapt motivational strategies to meet the
needs of modern employees while keeping in mind
the relevance of traditional theories.

Classical motivation theories still provide a
basis for understanding human behaviour and
motivation. However, they have been challenged
and updated in light of current times and
research.For example, in the past, motivation was
primarily viewed as being driven by a combination
of intrinsic and extrinsic factors. However, current
research suggests that the nature of work has
changed, and employees are now seeking more
meaningful work, purpose, and autonomy.
Additionally, traditional motivation theories often
focused on a one-size-fits-all approach, treating all
employees as similar.

These classical motivation theories still
provide valuable insights, but they must be adapted
and updated to reflect the changing nature of work
and the needs of today's employees. Traditional
motivation theories have been developed based on
studies of employee behaviour and psychology in
the early 20th century. These theories have played a
significant role in understanding how people can be
motivated to achieve their goals and improve their
performance levels. However, with the changing
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times, there are some doubts about the relevance of
such theories.

Some of the classical motivation theories
include Maslow's Hierarchy of Needs, Herzberg's
Two-Factor Theory, McGregor's Theory X and Y,
and Vroom's Expectancy Theory. While these
theories have some relevancy, a lot of factors have
changed since those theories were developed that
affect motivation in current times. However, it is
important to note that these theories may not be
sufficient in explaining motivation in contemporary
work settings. For instance, the current workforce is
more diverse, and the criteria for job satisfaction
differ across generations. Moreover, technological
advancements, globalisation, and changes in
organisational culture have altered how work is
done, and what motivates employees.

Therefore, it is essential to supplement this
classical motivation theories with contemporary
evidence-based research on human motivation. This
involves considering variables such as autonomy,
mastery, purpose, and social influence in the
workplace. Additionally, organisations can conduct
regular surveys and assessments to identify
employees' motivation needs and preferences.

One of the essential aspects that classical
theories may not consider is the fluctuating nature of
work and life tasks. Today's working environment is
complex, and employees are required to multitask
and perform multiple jobs. The traditional
motivation theories, which emphasise on individual
motivational factors may not be able to consider
such needs in a group setting. Additionally,
technology has changed the way many organisations
work, and many employees are no longer confined
to a single workspace. Therefore, it has become
essential for organisations to modify their
motivational strategies according to the evolving
nature of work they perform.

In light of these changes, modern
motivational theories such as Self-Determination
and Goal Setting Theories have emerged, which
place more emphasis on autonomy, job satisfaction,
and personal goal setting. These theories consider
the new factors of work, such as flexibility,
collaboration, remote working, and offer a more
comprehensive view of employee motivation.

In summary, traditional motivation theories
still hold value in current times, but they must be
adapted to fit a dynamic and diverse workforce,
including supplementing them with current
evidence-based knowledge on motivation.
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