
T H E R E IS N O easy remedy to 
the problem of understanding and 
motivating employees. Managerial 
gimmicks such as the "ten easy 
steps" approach will never provide 
solutions to the human problems in 
any organization. Many gimmicks 
have been devised and recom-
mended to managers that have 
created more human problems than 
they ever resolved. 

The only way that managers will 
ever achieve any degree of loyalty, 
respect, productivity and cooper-
ation will be when they are able to 
understand the nature of human be-
havior of employees as they strive to 
achieve goals and satisfy needs — 
individually and collectively. As was 

t i t u d e s of m a n a g e r s t o w a r d 
employees negatively affect the 
decisions they make in the organi-
zation. Many of these attitudes have 
been acquired over years of learning 
experiences and frequently result 
from the biased and prejudiced 
judgement of others who had some 
influence on our learning processes. 
It is not unusual for many attitudes 
to be passed on from parents to 
children, from teacher to student or 
from the boss to subordinate. The 
au tho r has known instances in 
which the attitudes of well-educated 
and profess ional people toward 
labor were so negative that they 
blamed labor (union and non-union 
employees) for every economic 
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discussed in the Parts I and II, 
employees establish goals that must 
be achieved in the work environ-
ment. The goals that employees es-
tablish are based on a common set 
of needs posessed by all humans. 
Goal achievement results in need 
satisfaction and when employees do 
not achieve their personal goals in 
the work environment they are de-
motivated and may become counter-
productive. It is the purpose of Part 
III to explore a few of the alter-
natives available to management to 
create a more challenging and 
positive work environment. 

Change in Managerial Attitudes 
Many of the deeply ingrained at-
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problem in the nation. Conversely, 
there are those who are extremely 
b iased and p r e j u d i c e d t o w a r d 
management. 

These deeply ingrained attitudes 
should be brought out of the closet 
and subjected to careful examina-
tion. I am sure that a logical analysis 
of managemen t - l abor p rob lems 
would reveal that the objectives of 
the organization and personal goals 
of the people in the organization are 
not incompatible. In fact, they are 
extremely compatible and the failure 
to consider the objectives of each 
other will result in some degree of 
g o a l f a i l u r e f o r b o t h . W h e n 
employees do not achieve personal 
goals and , consequent ly , satisfy 

needs in the work environment there 
is positively no way that manage-
ment will be able to maximize or op-
timize organizational goals. 

Management should carefully 
consider their decisions in terms of 
the goals and needs of the employees 
and the reaction a decision will have 
upon them — individually and 
collectively. Management should es-
pecially evaluate decisions in terms 
of their effect on the social, ego and 
creative needs of employees. You 
had better believe that money and 
fringe benefits are motivators of 
employee but there is a point in 
which these factors will not moti-
vate individuals to greater effort or 
loyalty if other needs are not being 
satisfied in the organization. In fact, 
salaries, wages and fringe benefits as 
motivators may be negated com-
pletely if management is providing 
social, ego and creative need dis-
satisfaction in the work environ-
ment. This results in the resignation 
of good employees or of their per-
forming at something less than their 
potential. 

There are many managerial 
decisions that reflect a negative at-
titude toward the work force that in 
turn may lead to negative reactions 
by personnel affected by the deci-
sion. Every policy, rule, regulation, 
procedure, schedule program, con-
trol, budget and other established 
organizational directive that affects 
h u m a n b e h a v i o r s h o u l d b e 
e v a l u a t e d t o d e t e r m i n e a n d 
eliminate the negative aspects from 
the order or directive if they exist. It 
is self-evident that any negative act 
will generate a negative reaction. 

So many management decisions 
are colored by deeply ingrained at-
t i tudes tha t they are made in-
advertently and without known bias 
and prejudice on the part of the 
manager. When the negative ele-
ment of the decision is revealed to 
the manager it is often a surprise to 
him that it contained a negative fac-
tor . If a self-evaluation by the 
manager of his decisions succeeds in 
indentifying one ingrained negative 
attitude, a step in the right direction 
will have been made. It is doubtful 
that the manager will discard a 
recognized deep-seated feeling im-
mediately, if ever. What the evalua-
tion will do is make the manager 
aware of how his feelings and be-
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Mr. Sod Grower! 
Business off? Sales Down? 
Building slump causing you 
to slump too? 
HERE IS SOMETHING 

TO CONSIDER! 
There are hundreds of thousands 

of old homes in communities with 
sparse thin lawns because of shade 
too dense for most grasses. There 
are also hundreds of thousands of 
old Merion, Windsor and other type 
lawns that have become so badly 
infested with smut and other grass 
diseases, they are hopeless, or at 
best difficult to cure or control. Most 
of these old lawns are in well estab-
lished communities where people 
want the best and have the means to 
purchase the best. 

Why not go after this lucrative 
market which is not affected by a 
building slump, high interest rates 
or inflation? You can do so by be-
coming a franchised grower of 
Warren s A-20 and A-34 Kentucky 
Bluegrasses and other Warren 
grasses to be released as patents 
are issued. 

Warren s A-20 is rated high for 
over all performance and disease 
resistance by research organizations 
doing turfgrass research. 

Warren s A-34 is rated highest for 
shade tolerance by the same re-
search people. 

When you become a Warren Fran-
chise or Associate Grower, you place 

ourself ahead of competition with 
etter products, not available to your 

competition . . . and here is some-
thing else to c o n s i d e r . . . in 1974, 
when our competitors were reporting 
sales off as much as 50%, Warren's 
Turf Nursery's sales were running 
ahead of 19 /3 . The reason . . . golf 
courses and athletic institutions all 
over the northern half of the U.S.A. 
were installing A-20 on tees, and 
athletic fields. Architects were writ-
ing specs for Warren grasses and 
owners of old homes were ripping 
out old lawns and installing A-20 or 
A-34. All because these people 
wanted the finest lawn areas avail-
able. You too can enjoy this Busi-
ness when you become a Warren 
Associate Grower. 

Warren proprietory grasses are 
now produced in 15 states and in 
England, Scotland and France. 
There are a few territories still avail-
able. 

Write today for particulars about a 
Warren Franchise. Should there be 
no Warren Nursery or Associate 
Grower in your area we will be 
pleased to consider you for an exclu-
sive Warren Franchise. 

WARREN'S TURF NURSERY, INC. 
8400 West 111th Street 

Palos Park, Illinois 60464 

havioral patterns affect and color his 
decisions and his awareness should 
encourage him to consider them in 
fu ture decisions. Change may not 
come easy for it is difficult to admit 
that we could have been wrong for 
so long. 

These feelings are c o m m o n in 
managers and may include all of the 
T h e o r y X concep t s of D o u g l a s 
McGregor 1 and many others. A few 
of the typical deep-seated at t i tudes 
t h a t m a y a f f e c t m a n a g e m e n t 
decisions are as follows: 

(1) Employees are m o t i v a t e d 
only by wage and fringe benefit 
goals. 
(2) Employees are irresponsible 
and will shirk responsibility in 
the organizat ion. 
(3) The divergent na ture of or-
g a n i z a t i o n o b j e c t i v e s a n d 
employee goals make them in-
compat ible and in conflict with 
each other . 
(4) The " m y investment, my 
risk, my decis ion" syndrome 
t h a t f a i l s t o c o n s i d e r t h e 
capabilities of employees. 
(5) Employees mus t be con-
stantly threatened and coerced if 
they are to do any work at all. 
(6) Workers are basically lazy, 
gullible, dishonest and not too 
bright. 
(7) The " d o n ' t rock the boat , we 
have been doing it this way for 
years" at t i tude that stifles indi-
vidual initiative. 
(8) "Because of the na ture of 
our industry we must draw our 
employees f rom the dregs of the 
labor marke t . " 
(9) The "8 a .m. to 5 p . m . " syn-
d rome which measures perfor-
mance in hours on the j ob rather 
than what was achieved during 
the work period. 
T h e list of deeply ing ra ined 

management at t i tudes is lengthy and 
will cont inue to flourish and affect 
decisions as long as we fail to ac-
qu i re an u n d e r s t a n d i n g of ou r -
selves, others and the work environ-
ment that we create. 

Motivational Techniques 
Generally the au thor is reluctant 

to recommend motivat ional tech-
niques or methodologies because of 
the inclination of managers and 
management s tudents to seek and 
use gimmicks as the answer to all 
human problems in the organiza-
t ion. Motivat ional methods and 

techniques have purpose only as a 
part of the total process of under-
standing human motivat ion and be-
havior. In other words, if the orga-
n iza t iona l objec t ives a re to be 
achieved, the human resource in the 
organizat ion must be motivated by 
all managerial decisions concerned 
with employees and not by a few 
techniques. 

In determining procedures, tech-
n iques or m e t h o d s used in the 
motivat ion of employees, managers 
in organizat ions can be very in-
novative and creative. For example, 
m a n a g e r s shou ld a p p r o a c h the 
p r o b l e m by de t e rmin ing a n d / o r 
evaluating managerial actions and 
decisions in terms of the need satis-
factions of employees in the organi-
z a t i o n . If t h e e c o n o m i c n e e d s 
(salaries, wages and fringe benefits) 
of employees are reasonably satis-
fied, management should determine 
the types of p rograms or actions 
that would provide greater social, 
ego and creative need satisfaction to 
the employees. Management can do 
a number of things to provide a 
work environment conducive to the 
motivat ion of employees that had 
not been considered before in the or-
g a n i z a t i o n . M o t i v a t i o n a l t e ch -
niques can be devised that will pro-
vide for greater oppor tuni ty , fair-
ness, recogni t ion and pe r sona l 
g r o w t h a n d d e v e l o p m e n t f o r 
employees. 

Participative Management 
One technique the au thor would 

recommend is participative manage-
ment . To avoid any confusion or 
suspicion of the term the following 
definition should explain the pro-
cess: 

"Part ic ipat ive management en-
courages all employees to par-
ticipate in making decisions, 
(1) of a non-rout ine nature, (2) 
when the decision will affect 
them in the environment and 
(3) the manager must always 
retain the prerogative of mak-
ing the final decision." 
In participative management the 

employees are given greater control 
over their work environment by be-
ing able to part icipate in making 
non-rout ine decisions that affect 
their life in the organization. It 
should be noted that the au thor ' s 
conception of participative man-
agement does not give the final deci-



sion to employees but encourages 
their ideas, suggestions and recom-
mendations. The final decision must 
always be the responsibility of one 
person, the manager . 

Participative management pro-
vides employees the oppor tuni ty to 
satisfy creative and ego need satis-
factions and if the part icipation is 
performed in a meeting or confer-
ence type of discussion process it 
will p rov ide social need satis-
faction. Participative management is 
merely the utilization of the demo-
cratic process in the work environ-
ment. Many work environments 
tend to be dictatorial or monarchial 
in nature and, consequently, dis-
courage a free flow of ideas f rom 
those who may be creatively inclined 
but managerially demotivated. 

Employee Training 
Regardless of the type or size of 

the organizat ion, training programs 
can be utilized to provide oppor-
tunity for employees. If oppor-
tunity is not provided in an organi-
zation, creative employees may not 
remain with the company . Many 
small organizat ions tend to shut the 
door on this aspect of employee 
motivation by assuming there is 
nothing to be learned on the j ob 
once a few simple procedural work 

Farm Bureau bags it! 
N I T R O F O R M * 
organic nitrogen 

The economical organic ni-
trogen when you look 
at your cost per pound of 
W I N Try it. 

H E R C U L E S 
< * C O n r > o n * T « o 

Turf and Horticultural Products, Synthetics Dept. 
Wilmington, Delaware 19899 
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activities have been mastered. Ac-
tually, on- the- job training oppor-
tunity can be provided employees in 
any work situation no matter how 
proceduralized and simple the ac-
tivities. Through the use of well 
devised and well written job class-
ifications, a progression of pro-
motional possibilities can be es-
tablished. The employee can move 
f rom j o b class to j o b class entailing a 
p r e - p l a n n e d a n d o r d e r l y p r o -
motional path in the organizat ion. 

In many company operat ions, 
work activities have been broken 
down into a series of simplified, pro-
cedural steps over a period of time 
(construction cycle, growing period, 
etc.) and each step requires some 
time to learn and per form efficient-
ly . In i n s t a n c e s l i k e t h i s , if 
employees can be trained to under-
stand and per form all the opera-
tions in the entire sequence of ac-
tivities, responsibilities have been 
enlarged and the j ob takes a greater 
meaning to the employee. In fact, by 
training employees to per form all 
the activities in the entire operat ion, 
they can see the end result of their 
efforts over the entire product ion 
cycle. This is a problem in many 
large organizat ions in which the 
individual effor ts of employees often 
cannot be identified with the final 
p r o d u c t . By sys temat ica l ly and 
chronologically establishing a well 
designed over-all training program, 
you have not only provided an en-
v i r o n m e n t conduc ive to o p p o r -
tunity but the employees may ac-
quire a professional knowledge of 
the entire operat ion in which their 
services are enhanced and their per-
sonal worth increased. This process 
is referred to as j ob enlargement or 
j o b enrichment and results in an in-
crease of responsibilities per formed 
by the employee. Job enlargement 
th rough training enhances the ego 
need and provides the employee 
with potential to be more creative. 
F r o m this point on, employee train-
ing can be directed toward other 
funct ional and management areas. 

One of the points the au thor is 
making above is that management 
in industries in which many of the 
product ion jobs seem very menial 
and demotivat ional can establish 
training programs that will provide 
employees with greater oppor tuni ty 
for personal professional develop-

(continued on page 67) 

Hypro 
sprayer 
pumps 
Choose from a wide range of pump 
designs and materials to suit your 
requirements: cast-iron, Ni-Resist 
and bronze pump housings... 
even nickel plating on piston pumps. 

PISTON PUMPS 
Series 5 2 0 0 

Big Twin 
10 gpm output 
at 400 psi with 

6 hp engine 

Series 5 4 0 0 
4-Cylinder È 
25 gpm output* 
at 600 psi 

ROLLER PUMPS 
Choice of rubber or nylon rollers 

Series 6 3 0 0 
6-Rollers 
6.9 gpm at 100 psi 
6 gpm at 200 psi 
4 hp gas engine 

Series 7 5 6 0 C 
8-Rollers 

10 gpm at 200 psi 
with 4 hp engine 

Write for complete pump catalog or request 
pump recommendation for your need. 

A division of Lear Siegler. Inc I v— 

347 Fifth Avenue NW, St. Paul, Minnesota 5511 
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ment than can be offered in large or-
gan iza t ions . Employees may be 
trained in a profession rather than 
for a specific job . It can enhance an 
employee's self-esteem and develop 
pride in work per formance — a 
sa t i s fac t ion se ldom achieved by 
employees in organizat ions. 

The effect of training programs 
on the ego and creative needs of 
employees is immeasurable . Train-
ing not only provides employees 
with a greater creative potential , it 
will enable them to better direct and 
articulate their present capabilities. 
If the training can be offered in a 
s o c i a l c o n t e x t , ( c o n f e r e n c e s , 
seminars, etc.), the social need of 
employees will be enhanced. To 
many employees, a training pro-
gram is management ' s way of in-
vesting in the fu ture of both the 
employee and the organizat ion, and 
it integrates the goals of both the or-
ganization and its people. 

There are a variety of training 
programs, techniques and methods . 
Management should evaluate and 
choose those that will provide the 
greatest benefit to the organizat ion 
and its people. 

Performance Evaluation 
In all organizat ions, public and 

private, some form of reward should 
be ava i lab le for d i s t r i bu t ion to 
employees. If the company is achiev-
ing any degree of success in its an-
nual operat ion, employees should 
share in the success. Management 
should try to reward employees for 
past per formance and to provide an 
incentive for fu ture per formance . 

An increase in salary or fringe 
benef i t s will sa t i s fy the phys io-
logical and safety needs of emplyees 
and may be impor tan t as ego need 
s a t i s f i e r s . F o r t h e e m p l o y e e 
monetary and non-monetary recog-
nition for effort does much for both 
aspects of the ego need. 

In every salary increase man-
agement should inject and publicize 
some element of rewards based on 
merit (individual contr ibut ions to 
the achievement of organizat ional 
objectives). However, there may be 
t imes when the do l l a r a m o u n t s 
devoted to merit should be balanced 
with other factors. During the past 
five years inflation has erroded the 
real i n c o m e of e m p l o y e e s . If 
amounts available for distr ibution 

in salary increments are sufficient, 
workers should be give a cost-of-
living increment and, if available, a 
port ion set aside for merit increases. 
The publicizing of individual merit 
per formance may be as impor tan t to 
some individuals as the dollar in-
crease itself. However, for others a 
quiet, non-publicized word of ap-
preciation may outweigh the money 
value of a salary increment. It is so 
c o m m o n in o r g a n i z a t i o n s f o r 

management not to tell their sub-
ordinates that they are doing well 
that an employee could be with a 
firm for years and never know if his 
contr ibut ion is considered adequate 
or appreciated. 

If funds are not available for 
salary increments, non-mone ta ry 
rewards should be used to recognize 
individual and collective perfor-
mance. There are many rewards that 
should be considered. Rewards that 

A 4-TON-AN-HOUR "MINI-BRUTE": 
the new Reinco TM7-30 
truck-mounted mulcher 

IDEALLY SUITED FOR COMMERCIAL 
OR RESIDENTIAL TURF WORK. 

The Reinco TM7— 30 is a "lawn-a-minute" work 
horse that blows mulch a distance of up to 60 feet. 

Its unique straight-through drive eliminates 
power-robbing belts, chains, and gears. But 

most important of all, the TM7-30 cuts 
labor expenses as much as 5000% over 
hand shaking. Check out all the other 

advantages like low maintenance and 
versatility. You'll find the Reinco 
TM7—30 a real profit maker. 

ONE MAN, ONE HYDROGRASSER 
perfectly suited 
for establishing 
grass on home 
lawns and other 
small areas. 
One man can easily fertilize," 
seed, and mulch up to 6 good 
size lawns a day with the PP500 
Only one moving part insures low 
maintenance. Simple to operate. 
Add mulch, seed, fertilizer plus a soil binder such as Terra Tack 
to the circulating water to form a homogenous slurry... then spray 
.. .that's all there is to it. Spray on all the ingredients necessary for 
good turf—all in one easy operation. Check out the time. . .you'll 
be surprised. For further information write to: 

P. O. Box 584, Plainfield, N. J. 07061 (201) 755 0921 
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will sa t i s fy the social , ego and 
creative needs of employees. For ex-
ample, there may be no substi tute 
for a simple pat on the back and a 
sincere word of appreciat ion for a 
j o b well done. 

Status Symbols 
Status symbols are evidence of 

man ' s ego need in the organizat ion. 
So impor tan t are these seemingly 
un impor tan t things that they should 
be carefully determined and con-
sidered. I have seen highly educated 
and responsible executives literally 
worry themselves sick over their 
s tatus because an administrat ive 
peer in another depar tment may 
have four square feet more of office 
space, rugs on his floor, windows on 
two sides of his office, or newer of-
fice furni ture . I have observed of-
ficials in high and low posit ions pull 
strings, apply pressure, deviously 
plan, cojole, beg and threaten others 
in an a t tempt to receive a more 
f a v o r a b l e o f f ice l oca t ion , be t te r 
e q u i p m e n t , a reserved p a r k i n g 
space, a certain secretary, a higher 

place in the organizat ional pecking 
order , a rewrite of their position 
descriptions to reflect a greater im-
p o r t a n c e o f t h e i r p o s i t i o n , 
mahogany desk (versus metal) and 
many other seemingly insignificant 
things. But insignificant they aren ' t , 
for they reflect the reputat ion and 
influence of the manager in the or-
ganizat ion. 

Lest the reader misunders tand, 
the au thor does not ridicule or dis-
courage the striving of organization 
personnel to acquire s tatus symbols. 
Quite the contrary , these status sym-
bols are a part of the things we 
aspire for in every organizat ion. 
They are the little things that we feel 
enhance our reputa t ions in the or-
ganization and hope that others 
recognize our impor tance for ac-
quiring them. To eliminate them or 
reduce their impor tance as unneces-
sary or undesirable is to prevent the 
e m p l o y e e f r o m a c h i e v i n g h i s 
aspirat ions. Certainly their impor-
tance can be over-emphasized but 
p rope r ly used they can become 
s t rong motivat ing factors and non-

The 
fringe 
fighter! 
No grass cutting job is really 
complete until all the "fringy 
edges are gone. Put the finishing 
touches on any size job with 
Goodall full-width cut, trimmer-
edgers . . . the best "fringe fight-
ers available. Unusually easy to 
handle. Designed for those "hard 
to get places. Edger-guards of 
heavy-gauge steel, interchange-
able and replaceable, prevent 
the blade from marking or chip-
ping and direct grass away from 
monuments, shrubs, trees, 
fences and walls. GOODALL 
LAWN-TURF EQUIPMENT IS 
DESIGNED AND BUILT TO DO 
THE JOB BETTER LONGER! 
Goodall equipment is available 
from 8-inch to 52-inch cut. 

BUILT TO CUT ORASS 

GOODALL DIV. 
1405 Bunton Road. 
Louisville, Kentucky 4 0 2 1 3 , 
Phone 502 4 5 9 - 3 8 1 1 
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Contact a dealer or 
write for color brochure 

and information. 

KERSHAW MFG. CO., INC. 
P. O. BOX 9328 
MONTGOMERY. ALA. 36108 

THE KERSHAW KLEAR WAY 
The brush cutter that has no equal. 
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Heals 
wounds; 
prevents 
decay 

Cabot 's Tree Healing 
Paint is a carefully 

. prepared bituminous 
paint for protecting 

live wood and preventing decay. 
Leading arborists and foresters 
have been using it for almost half a 
century. Here are the reasons why: 

• ideal for trees, shrubbery, etc.; 
seals, heals wounds, cuts, broken 
limbs, pruning abrasions. 

• stimulates growth of new bark 

• apply with brush or spray; pro-
duces a black, tough, elastic, 
quick-drying coating. 

• excludes moisture; stops rot; 
prevents evaporation of sap 

• may be used in any season 

clip and mail this 
coupon today 

Samue l Cabot Inc. 
Dept. 358, One Union St. 

Boston, Mass. 02108 

Ship pints (12 per case) @95< each 

Ship quarts (12 per case) @ $1.60 each 

Ship gallons (4 per case) @ $5.40 each 

Pruner's Applicator Jar (4 Oz. jar) 

Ship cases (24 Applicator 
Jars per case) (a) $22.80 per case 

Pricps f o b. Boston loss normal trado discounts 
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monetary need satisfiers in the or-
ganization environment . 

For small firms without facilities 
or funds to provide costly status 
symbols there are other little tech-
niques that can be used. For exam-
ple, j o b titles are impor tan t to peo-
ple regardless of position in the firm. 
With j ob titles management can pro-
vide considerable status while estab-
lishing oppor tuni ty for progression 
in the organizat ion. This can be 
done by written j o b classifications 
within jobs that will provide the 
aspiring employee with oppor tuni ty 
to advance in the organizat ion. 
Also, as he progresses the j o b class 
title that he holds gives him ego 
satisfaction in the form of a talking 
point with friends in and out of the 
organizat ion. Titles of jobs are im-
por tan t to the holder . 

Another set of status symbols 
may relate to the claims on certain 
c o m p a n y resources or a reas by 
employees. On certain jobs it may be 
an of f ice , u n i f o r m , a pe r sona l 
locker , employee shower b a t h s , 
parking spaces, tool chests or tool 
lockers, a piece of equipment or a 
building. This may be a par t of the 
so-called territorial instinct of man 
to hold, protect and acquire security 
and status in one 's terri tory or 
proper ty . 

Along with the above, manage-
ment should consider the effect on 
t h e s o c i a l a n d e g o n e e d s of 
employees tha t p l easan t ea t ing 
facilities, res t rooms and lounges 
may have on employees. The social 
need satisfactions of employees may 
be enhanced if better facilities are 
provided in which to socialize. The 
au thor has known many employees, 
manage r i a l and n o n - m a n a g e r i a l , 
whose major complaint about the 
company was the lack of adequate 
or clean facilities in which to eat and 
socialize. 

As it pertains to social need 
satisfactions, certain employees may 
be encouraged with little prodding 
to institute certain activities of a 
social na ture on and off the job . 
Some employees der ive cons id-
erable ego, social and creative need 
s a t i s f a c t i o n s by p l a n n i n g a n d 
organizing small bir thday and anni-
versary parties, in addit ion to other 
events such as marriages, births, 
p romot ions , departures , holidays, 
deaths and emergencies. Manage-
ment should avoid forcing participa-

tion by employees in company par-
ties or events on or off the job. 
Nevertheless employees may be en-
couraged to establish a rappor t that 
is conducive to the " h a p p y family" 
syndrome. They are a happy family 
and they not only have fun but they 
take care of each other . 

The reader should recognize that 
any or all of the social event type of 
activities may not be successful in 
some environments . The success of 
a n y m o t i v a t i o n a l t e c h n i q u e is 
dependent upon how well manage-
ment is providing over-all need 
satisfaction in the work environ-
ment . In addi t ion, it is possible that 
m a n y m a n g e m e n t m o t i v a t i o n a l 
techniques will not be successful 
simply because of the manner in 
which management offered them. A 
paternalistic or "big d a d d y " ap-
proach by management should be 
avoided for it turns employees off. 
The au thor has known and observed 
many work environments in which 
the at t i tudes and feelings of both 
management and employees toward 
each other were so negative that no 
single positive act on the part of 
either would change those negative 
att i tudes. Only time and a positive 
at t i tude will eliminate or reduce the 
negativeness and suspicion that may 
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exist between the management and 
non-management personnel. 

In the three brief articles, the 
au thor has tried to emphasize 
several points relating to the under-
s t a n d i n g a n d m o t i v a t i o n of 
employees. First, managers should 
recognize that there are no easy 
steps to motivation. To motivate 
people we must have a thorough un-
d e r s t a n d i n g of the goa l s t h a t 
employees carry into the work en 
v i ronment . Managers and non-
manager ia l employees have for-
mulated many misleading and com-
mon attitudes toward each other 
and some of these are very negative. 
These negative attitudes influence 
their decisions and generate negative 
reactions from those affected by the 
decisions. 

Second, we are all goal achievers 
and establish goals in every environ-
ment in which we operate, including 
the work environment. The goals we 
establish provide us with direction, 

g u i d a n c e , c o n t i n u i t y and con-
sistency in life. 

Third, the major importance of 
the goals we establish is that their 
achievement will result in the satis-
faction of one or more needs. It is 
the needs of man that we must 
thoroughly understand if we are to 
acquire a knowledge of what must 
be done to motivate employees in 
the work environment. It is a lack of 
understanding of the need structure 
of man that creates most human 
problems in organizations. Many 
employees are demot iva ted in-
advertently by managers. 

Fourth, with a better under-
standing of the goal /needs concept 
of human behavior , the au tho r 
recommended the use of certain 
motivational techniques that should 
result in establishing a more positive 
work climate. It was not the intent 
of the author to provide or suggest 
specific motivational methods as it 
was to make the reader more aware 

of the type of thinking that should 
prevail in considering the needs of 
employees in the environment. 

Fifth, the author tried to impart 
the idea of the importance of people 
as a resource in the organization. 
The success of any organization is 
completely dependent upont its peo-
ple. The success of any manager is 
dependent upon his subordinates. 
From the experiences of the author 
in organizations (public and private, 
large and small), managers are not 
acquiring the best possible utiliza-
tion of their people resource in the 
achievement of organizational ob-
jectives. People in the organization 
are not being motivated to achieve 
organizational objectives. And the 
greatest waste in our society stems 
from management 's failure to un-
derstand and motivate the human 
resource. • 

•The Human Side of Enterprise, Douglas 
McGregor, McGraw-Hill Book Company, 
New York, New York, 1960. 
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