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Chapter Four

MOTIVATING AND COORDINATING
WORKERS IN A DYNAMIC
ENVIRONMENT

BY: AREMU, MUKAILA AYANDA
Department of Business Administration, University of Horin, llorin, Nigeria

PREAMBLE

Motivation is a human psychological characteristic that contributes to
sustain human behavior in a particular direction, while coordination is the
process of integrating the activities of different units in order to pursue
organizational goals. Motivation and coordination are the tools that
managers use to arrange job relationship in a dynamic environment. The
two terms go hand in hand, motivation without coordination will make
workers to lose sight of their schedule within an organization.

The paper examines motivation and coordination of workers in a

dynamic working environment. It maintains that job performance in any
dynamic environment is a function of motivation and coordination.

The paper concludes that in this highly competitive global economy and
dynamic environment any organization that wants to achieve high
performance objective must effectively motivate and coordinate its workers.

Introduction

Motivation is a simple and complex topic of research that has been
studied from many different perspectives. Simple, in that it explains what we
see happening in human behaviour, yet complex when it poses
contradictions. As organizations continue to rely on employees to fill vital
positions within the organizatien, the dynamics of how organization and
managers metivate employees, both permanent and temporary, changes;
mereover, the individual's motivation to perform, either a permanent
employee or a temporary employee, becomes a primary concern for
erganizations in this dynamic werking environment.

Cooperation in any organization involves problems of both
motivation and coordination. The motivation problem stems from the fact
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that every individual in a group of people working together (a team) has an
incentive to frze-ride (Alchian and Demetz 1972). The coordination problem
arises from the fact that, even if the free rider problem is solved, individuals
need to coordinate on the intensity of cooperation they wish to achieve.

The problem of motivation can be solved by lateral and hierarchical
control. Lateral control is enforcement of the (implicit) team contract through
adequate punishment strategies that are adopted by non-deviating team
members., Hierarchical control is the enforcement of a defined level of team-
internal cooperation through superiors. Lateral and hierarchical control can
be used as complementary mechanisms &Euigr‘ok et al 1999).

Accordingly, as Pamela and Seaford (2002) have pointed out the
maximisation of individuals' motivation to achieve the organisation's
objectives can only really be obtained through a thorough understanding of
theories of motivation. Coordination is the process by which an agent
reasons about its local actions and the (anticipated) actions of others to try
and ensure the worker acts in a coherent manner.

Many problems arise in an organization which cannot be solved by
individuals working in isolation because no one individual has sufficient
competence, expertise, resources or information to solve all problems. It
may be impractical or undesirable to permanently synthesize the necessary
components into a single entity because of historical, political, physical or
social constraints, therefore temporary alliances through cooperative
problem solving may be the only way to proceed. Different people may have
different resources (e.g. processing power, memory and communications)
which all need to be harnessed to solve a complex problem. (e.g. in
concurrent engineering systems, the same product may be viewed from a
design, manufacturing and marketing perspective).

Even in a situation where individual can work independently,
meaning coordination is not essential, information discovered by one worker
can be of sufficient use to another that the two workers can solve the
problem more than twice as fast. For instance, when searching for a lost
object in a large area it is often better, though, not essential, to do so as a
team.

Job performance in any working environment is a function of ability
and motivation. Therefore, to understand motivation one must understand
human nature itself. Human nature can be very simple, yet very complex
too. An understanding and appreciation of this is a pre-requisite to effective
motivation in the workplace and therefore effective management and
leadership.
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If one understands the principles of motivation, how does one go
about designing such principles into jobs? Motivation is important to the
development and long term sustainability of organizations. Motivation can
be interpreted in many different ways; as many organizations and people
hold different view points about motivation.

However, motivation in the work environment and from a
management point of view, we suggest, can be classified into two main
points as follows: Motivation, which is results from meeting the needs of
management and workers, and which springs up, grows and exists in any
workplace environment.

The improvement of coordination between all levels has long been
accepted as a very important element in the development and improvement
of any industrial organization and there are few long term successful
management which have not exerted a great deal of effort in this direction.

There is, however, the possibility that the policy of improved
motivation and coordination may be pursued solely because of its effect on
productivity, and not from the more fundamental motive of producing a
correct and balanced attitude to the personal and social needs of the
workers.

Merely to aim for higher output may bring neither greater output nor
satisfaction to the worker, but if the aim is to bring more personal
satisfaction to the worker in his work and his surroundings, then both higher
output and job satisfaction may be achieved.

The objective of this paper is to examine the aspect(s) of traditional
thinking applicable to the design of jobs, propose alternative factors for one
to consider, including motivation and coordination factors, generate some
ideas on how these factors, may be applied to dynamic work situations.

Motivation Theory

Steers and Porter (1991) stated that there is a sizeable discrepancy
between the theories of motivation and the practices used in most
organisations. If managers truly want to improve performance at work they
must take an active role in managing the motivational process and in
changing the work environment. This is supported by others (for example,
Cole (1995)) who believe that motivation needs to be better understood by
managers and applied to the workplace. Maslow developed his thearies in
the 1940s and had a positive view of human nature, believing in the
individual's  potential for growth. One of Maslow's contributions was his
hierarchy of needs which sees people as having a set of needs which they
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are motivated to satisfy, each element is a motivator until it has been
satisfied and is then superseded by the next. Herzberg went on to describe
the higher-order needs representing sense of pride and accomplishment.
Child (1984) and later Spitzer (1995) both add weight to these theories,
believing that if the organisation is not properly designed - for example,
inconsistent decision making, little opportunity for achievement, unclear
expectations, conflicting goals and lack of involvement in decision making -
then motivation and morale may be depressed.

Maslow's theory still forms part of basic management training today
(Hodgetts and Luthans, 1991). A study carried out by Hagemann (1992)
supports its usefulness. She found that more than 60 per cent of the
respondents gave answers related to satisfying socio-psychological needs
such as feedback, a feeling of belonging, openness, honesty, credibility,
trust, fairness, etc; 20 per cent were concerned with satisfying intellectual
needs - self-fulfilment, interesting and varied tasks, or challenges. Only 10
per cent of the replies quoted material incentives. This study illustrates that
both Maslow and Herzberg appear still to have an important role for
managers. Others agree, stating that "there is general acceptance of the
overall structure" (Stewart and McGoldrick, 1996).

Herzberg et al. (1959) moved on from hierarchical needs to
examine what they termed "motivators" and "hygiene factors" in the
workplace, postulating that where job satisfaction was high there would be
correspondingly high motivation. Although one can argue that this work
constituted an examination of job satisfaction rather than motivation,
Robbins (1998) believes that the recent growth of worker participation in
planning and controlling their work is due to Herzberg et al's (1959)
recommendation that those factors which they find intrinsically rewarding
(achievement, recognition, the work itself, responsibility and growth) should
be emphasised. Nevertheless, if one follows Herzberg ef al.'s thinking to its
logical conclusion, no matter how much emphasis is placed upon factors
that staff find intrinsically rewarding, such as worker empowerment,
supportive management, team work, delegated authority and responsibility,
if hygiene factors, such as low pay, are not addressed their full effect will
not be felt.

Managerial Role Motivation

Managerial role motivation theory is the basis for a better
understanding of the motivation to manage concept (Miner, 1978).
According to Miner's managerial role motivation theory, certain "role
requirements" occur frequently across a wide range of managerial jobs and
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levels and in a variety of large hierarchic companies. Hierarchical
organizations are those with at least three levels of management (Miner,
1978). To be a successful manager, one must have the desire and the
motivation to fulfill these roles. In the absence of such motivation, a
manager's performance is relatively unsatisfactory (Miner, 1978).

"There are six motivational dimensions corresponding to six
managerial role requirements which when combined form motivation to
manage. These dimensions are a direct result of the manner in which large,
hierarchic organizations are structured and the roles managers have to fulfill
to succeed in these hierarchies (Miner et al., 1995). These components are:

1. favorable attitude to superiors
desire to compete

desire to assert one

desire to exercise power

desire to be distinct and different

QLI . o o

desire to perform r0ut|ne administrative duties responsibly
The Work Environment

Managers have known all along that value creation is, and will
continue to be, the primary reason for the survival of all productive
organizations. However, under new work conditions, to create value, every
organization has to seek, generate, distribute, and apply knowledge, a
function that instead of being driven by capital emerges from an
environment in which the human spirit'is enthused. Only those knowledge
organisations that develop a work environment that motivates their
employees to engage in a behavior consistent with this goal will succeed.
These organizations will be able to recognize and solve contemporary
problems and bring solutions to the marketplace sooner than their

competitors who fail to develop such an environment (Amar, 2004).

Hauschild et al.'s (2001) study states that much of an organization's
most valuable knowledge is embedded in the minds of its employees. That
knowledge, in turn, can be managed only through buoyancy that excites the
deepest parts of the employees' minds. Therefore, understanding the theory
and application of motivation and coordination is very important in
managing human resource in making both new and old organizations
succeed in the changing working environment.

The work environment describes the factors that affect an individual
50
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when he or she is at work. It includes:

= Human relationship such as management and trade union with which
the individual is concerned

The working group of which he or she is a member
The motivational policies of the organization
The productivity agreement of his or her firm y

The physical conditions which affect him/her and the psychological
factors of the work situation.

b u 4l

There are many management theories on the effect of the work
environment on the individual, achievement, motivation and on working
groups. It is therefore, necessary to consider the interest of individual who
has been involved in this work.

Baker et al (1991), posited that contrary to popular belief, workers
tend to embrace changes. Technology itself does not cause worker
motivation (and with it, production levels) to drop, but the turbulent
environment of rapid technological change causes fear and confusion that
lower motivation, when employees comfortable with the status quo view
technological change as a threat and fear obsolescence, their attitude
towards work shifts and their motivation decreases. Using automation to
empower the worker to make decisions will increase motivation. A new
motivational model (base on the work of Maslow, Hertzberg and Fitzgerald)
that accounts for the components of motivation may make the transition to
an automated system easier. .

Dynamics of Motivation and the Knowledge Work Environment

Since the organization is a living entity, it is constantly evolving and
hence changing its characteristics, the approach to understanding human
motivation at work requires a dynamic perspective: Such emphasis is
further strengthened by the dynamic nature of human psychology and
sociology and their impact on behavior at work. These dynamics set the
guidelines for rediscovering, adapting, or updating the theory and practice
of motivation. The question now becomes: How does one excite employees
about their work and their employer's goals considering the dynamics of
motivation in a knowledge work environment?

There are a number of succinct factors present in the contemporary -
organizational environment that have opened up and are forcing a review of
the motivation theory and its practice, which, until now, had been
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considered as formulated empirically tested, and established. These
factors affect both content and process of maotivation. That is why these are
the drivers of motivation in the knowledge work environment It becomes
important for managers to decide how to motivate their employees only
after considering these factors as they apply to theirr organizational
environment and, preferably, after making some adaptations specific to
each department, section, and employee. There could be so many
variations due to these drivers that there is no one-way to motivate all
employees.

To be effective in exciting knowledge workers, managers have to
do the following. First, develop a working understanding of the mind and
behavior of their employees and, then, work according to a model that
updates their own practice based on the results of the dynamics of their
specific motivation system.

Fostering Employee Motivation

Motivation is what moves us from boredom to interest. It is what
energizes us and directs our activity. Motivation is sometimes likened to the
engine and steering-wheel of an automobile. Energy and direction are at
the centre of the concept of motivation.

There are two kinds of motivation: Extrinsic and Intrinsic motivation:
Extrinsic motivation works through indirect satisfaction of needs, most
importantly through monetary compensation.

Extrinsic motivation in an organization is achieved by linking
employees' monetary motives to the goals of the organization. In the
literature and in popular imagination an ideal compensation plan links pay
to individual performance. The most important criterion then of course is
that the employee's contributions to the organizations are measurable with
some degree of accuracy (Pearce 1996).

Intrinsic motivation works through immediate need satisfaction. An
activity is valued for its own sake and appears to be self-sustained (Deci
and Ryan 1985, Frey 1997). Following Deci (1971) "ane is said to be
intrinsically motivated to perform an activity when one receives no apparent
reward except the activities itself". The ideal incentive system for intrinsic
motivation consists in the work content itself.

Intrinsic motivation has two dimensions. Following Lindenberg
(2001), one can differentiate between, enjoyment based and obligation-
based intrinsic motivation.
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it Enjoyment-based intrinsic motivation is focused on by Deci and his
grour (Deci, Koestner and Ryan 1999). It refers to a satisfying flow
of activity (e.g. playing a game or reading a novel for pleasure.)

ii. The second dimension, obligation-based intrinsic motivation, was
introduced by Frey (1997). This form of intrinsic motivation has
been the focus in three well ‘established strands of research
namely: organizational citizenship behaviour, organizational
commitment and organizational legitimacy.

Organisation in the last decade has witnessed a growing interest in
organizational behaviour that is not directly recognized by the formal reward
system. (Podsakoff et al 2000). This so called organizational citizen
behaviour is oiten thought of as a "willingness to cooperate”. It accounts for
the relatively low amount of free riding in organization, compared to what
orthodox economists would expect (Organ and Ryan 1995; Simon 1991).

Another field of research centers on the motion of legitimacy of
organizational authorities and rule-following behaviour (Tyler and Bladder
2000). This approach dates back to the well-known differentiation of Weber
(1985) about authority. Employees bring to the work place a set of
normative codes specifying morally correct forms of domination (Halaby
1986). They accept decisions of "legitimate" authorities even in situations in
which rule breaking is difficult to apprehend. The two kinds of motivation
have their own advantages. Extrinsic motivation is sometimes
indispensable:

a) Intrinsic motivation can have an undesirable content, like envy.
Uncontrolled passions can be disciplined by extrinsic reward as long as
they are observable.

b) In situations where no intrinsic motivation exists in the first place,
monetary rewards can increase performance e.g. in simple jobs in an
assembly line (Lazear 1999).

c) Extrinsic motivation may have an influence on the decision whether to
join a particular team. To participate in a team sometimes depends on
extrinsic factors such as expected monetary rewards or reputation.

An imbalance between static motivational theories and dynamic
organizations can affect the validity of the instrument when measuring
motivation, if the instrument is only based on motivational theories. To study
the motivational process in a specific organization a contingency approach
could be used. Values are one example of what requires dynamic treatment
of the motivation concepf. To examine values on an individual, an
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organizational and a social level must be the starting-point when deciding
motivational factors. To find out the values and hereby the factors,
considered motivational by the employees, one has to involve the
employees in a mutual dialogue. (Osteraker 1999)

The Dynamic Selection of Coordination Meehu.nisms

Coordinating the behavior of workers in any organization is a major
concern of many employers. Coordination has been perennial topics in
organization studies. Effective coordination of workers is time saving.
Coordination, apart from being a time saving alternative, it is also effective,
as both upper and middle level management would be able to respond to
immediate environmental problems in a more rapidly and flexible manner.

Success in a task, particularly a task involving several workers must
be effectively coordinated. Lack of coordination leads to lack of success.
Take a familiar case of two people cleaning up after dinner. Major jobs are
apportioned by agreement or convention. I'll wash, you stack and tidy up.
Then the realities of the situation along with the shared understanding of
the participants leads to moment to moment decisions about who will do
exactly what and how. To get started perhaps I'll help stack, certainly I'll get
the dirty ovenware. But if the pots and pans are fairly large we'll need to

rnnnarata ahainit wihara thau ara tn ha ctnrad in tha intarim  and whara tha
COOpEeraie aoltul Wiiele€ uigy ai€ 1O o€ SiGIed in i€ imehiimi, and wieie uie

dishes are to be stacked. Some of this can be done without language since
the constraints of the space beside the sink may substantially determine
what goes where. But typically some coordination relies on explicit
language use and signaling.

Coordination mechanisms have different properties and
characteristics and are suited to different types of tasks and environments.
They vary in the degree to which coordination is prescribed at design time,
the amount of time and effort they require to setup a given coordination
episode at run-time, and the degree to which they are likely to be successful
and produce coordinated behaviour in a given situation. In the majority of
cases, these dimensions act as forces in opposing directions; coordination
mechanisms that are highly likely to succeed typically have high setup and
maintenance costs, whereas mechanisms_that have lower setup costs are
also more likely to fail. Moreover, a coordination mechanism works well in a
reasonably static environment but will often perform poorly in a dynamic
environment and fast changing one. In short, there is no universally best
coordination mechanism (Galbraith, 1973). The implication of this is that
Nigerian manager must consider dynamic nature of the environment before
settle for a particular mechanism. There is also need for constant review of
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the mechanism to suite the current situation of things in the environment.
Coordination Requirements

The cognitive Models which center on coordination assumes that
“7T5/25 assumption” that is 75% attention to one's work, 25% attention to
one’s partner’s work.

. Paying attention to your partner’s work

. Considering your partner’s workloéd in your decisions

. Determine actions to balance workload (give help, request help)
- Communicating those actions

. ' éxecuting those actions on time

Motivational Needs of an Individual in a Dynamic
Environment

The motivation that attracts, retains, and engages younger
employees, who are the potential source of newer and untapped knowledge
(Strempel, 2003), is quite different from that of their predecessor
generations. Thus, what motivates the new employees is quite different
from wharotivated the generation before them. Some of these differences
have already been documented (Loughlin and Barling, 2001, Wallace,
2001; Wolburg and Pokrywczynski, 2001). For example, whereas, climbing
the corporate ladder was very important to employees of the yesteryears, it
is not so to Generation Y. Thus, it has become very important for
organizations to know how to motivate their employees. It is for this reason
that, even though a lot has been said and done on the topic of motivation,
the subject is being taken afresh by practicing managers, especially those
in a knowledge organization.

Good motivation can only be established if the needs of an
individual are satisfied and his/her will to work is stimulated. This presents
the difficulty that management is dealing with groups of individuals, all of
whom may respond differently in a given situation. What will motivate a
worker working in lkeja, Lagos State will be entirely different from what will
motivate a worker in llorin, Kwara State. This is because the two workers
are not working in the same environment. Even where workers are working
in the same organization but in different environment, the motivational
needs will be differ. The environment will influence what will motivate
worker in his place of work. Henceforth, the employers of labour must put
this into consideration before designing their motivational programme for

i
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their workers.

However, it is possible to generalize on the average response
evoked it certain situations in the context of motivation in industry; it is
possible to arrive at general conclusions about man's attitude to work and
the hopes, fears, and aspirations regarding it. The extent to which these
hopes and desires are fulfilled in the work situation or working environment
is naturally governs the degree of job satisfaction derived by the worker.
. The extent to which the personal job satisfaction is achieved is measure by
which each worker will apply his/her abilities and the will to work.

To provide job satisfaction must, therefore, be the ultimate aim for
those who organize and coordinate workers. For any organization to
achieve this objective in a dynamic environment, it is necessary to provide
motivation of the right type to all in the organization.

Organisations are operating in a complex, open and dynamic
environments. Therefore, the problem of how to motivate, coordinate and
manage workers’ behaviors and make them work cooperatiyely in such
environments has become one of the key challenges facing organizations in
recent time.

Motivation and coordination are terms associated with the forces
acting on a worker causing him to act in a certain ‘way. Therefore,
understanding dynamics of motivation and coordination are requisite for
identifying what drives worker to act in certain ways. Motivation and
coordination are inferred in terms of behavioral changes brought in by
internal or external stimuli. In this case, those stimuli are deduced with
respect to the work environment. Additionally, worker's motivation may
change based upon certain factors. These factors are identified as the
drivers of motivation and can be used to understand what drives motivation
among workers in the dynamic work environment. ‘

Motivation is a complex topic of research that has been studied
from employing many different approaches. Without adequate coordination
in any working environment, the benefits of decentralized problem solving
will vanish and the organization may quickly degenerate into a collection of
chaaotic.

Regardless of the environment, the organization must ensure that
the objective of coordination covers all the necessary portions of the overall
problem of the organizations. It must ensure that all workers interact in a

manner that will permit their activities to be developed and integrated into
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an overall objective of the organization.

One needs to know that the study of motivation is concerned with
the activity the workers perform in a given environment, and how the worker
maintains a given activity or changes between different activities, as a
function of environmental events and internal needs.

References

Amar, A. D (2004) Motivating Knowledge Workers to Innovate: A Model Integrating
Motivation Dynamics and Antecedents”, European Journal of Innovation
Management, Vol. 7, No. 2, pp. 89-101.

Baker, G., Robert, G. and Murphy, K. J. (1994) “Subjective Performance. Measures
in Optional Incentives Contracts” The Quarterly Journal of Economics
109: 1125-1156.

Baker, B. and Sandore, B. (1991) “Motivation in Turbulent Times: In Search of the
Epicurean Work Ethic” Journal of Library Administration, Vol. 14:4 PP.
37-50. ‘ :

Child, J. (1984) “Organisations: A Guide to Problems and Practice”, Harper and
Row, Landon : 3

Cleotilde, G., Octavio, J. and Jonathan, G. (2002) “Modeling Coordination in Team
Dynamic Resource Allocation”, Sogial and Decision Science, August, pp.
1-2.

Cole, G. A. (1995) “Organisational Behaviour”, DP Publishing, London. /

Coupland, D. (1992) “Generation X: Tales for an Accelerated Culture”, St Martin's
Press, New York, NY. :

Deci, E. L. (1971) “Effects of Externally Medicated Reward on Intrinsic Motivation,”
Journal of Personality and Social Psychology, 18(1): 105-115.

Deci, E. L. and R. M. Ryan (1985) “Intrinsic Motivation and Self-Determination in
Human Behaviour”. New York: Plenum Press.

Deci, E. L., Koestner, R. and Ryan, R. M. (1999a) “Meta-Analytic Review of
Experiments: Examining the Effects of Extrinsic Rewards on Intrinsic
Motivation” Psychological Bulletin, 125:627-668.

Deci, E. L., Koestner, R. and Ryan, R.M. (1999b) “The Undermining Effects is a
Reality After All-Extrinsic Rewards, Task Interest, and Self-Determination™
Reply to Eisenberger, Pierce, and Cameron (1999) and Lepper,
Henderlong, and Gingras (1999), Psychological Bulletin 125: 692-700.

Excelente-Toledo, C. B. and Jennings, N. R. (2002) “Learning to Select a
Coordination Mechanism,” in Proceedings of the First International
Joint Conference on Autonomous Agents and Multi-Agent Systems
(AAMAS’02), Bologna, Italy, pp. 1106-1113.

Frey, B. S. (1997) “Not Just for the Money: An Economic Theory of Personal

57


http://www.go2pdf.com

Motivation”, Cheltenham, UK and Brookfield. USA: Edward Elgar.

Galbraith, J. (1973) “Designing Complex Organizations”, Addison-Wesley Publishing
Company, Inc.: Reading, MA

Halabyi, C.N. (1986) “Worker Attachment and Workplace Authority" American
Sociological Review, 51/5: 634-649.

Hagemann, G., (1992), “The Motivation Manual’, Gower Publishing Company,
London.

Hauschild, S., Licht, T. and Stein, W. (2001), "Creating a Knowledge Culture", The
McKinsey Quarterly, Vol. 1, PP. 74-81.

Herzberg, F., Mausner, B., and Snyderman (1959) “The Motivation to Work”, John
Wiley, New York, NY. USA pp. 21 - 43.

Hodgetts, R. M. and Luthans, H. (1991) “International Management”, McGraw-Hill,
Singapore

Lazear, E.P. (1999) “Personal Economics: Past Lessons and Future Directions.”
Journal of Labour Economics, 17:199-236.

Lindenberg, S. (2001) “Intrinsic Motivation in a New Light” Kyklos 54:317-343.

Loughlin, C. and Barling, J. (2001), “Young Workers' Work Values, Attitudes, and
Behaviors”, Journal of Occupational and Organizational Psychology,
Vol. 74, pp. 543-58.

Miner, J. B., (1978) "Twenty Years of Research on Role Motivation Theory of
Managerial Effectiveness”, Personnel Psychology, 31, pp. 739-760,

Miner, J. B., Ebrahimi, B. and Wachtel, J. M. (1995), "How Deficiencies In Motivation
to Manage Contribute to America's Competitiveness Prablem (And What
Can Be Done About It)", Human Resource Management, 34, 3, 363-87.

Organ, D. W. and Ryan, K. (1995) “A Meta-Analytic Review of Altitudinal: An
Dispositional  Predictors of Organizational Citizenship  Behaviour"
Personnel Psychology 48 pp. 775-82

Osteraker, M. C. (1999) "Measuring Motivation in a Dynamic Organization - A
Contingency Approach”, John Wiley & Sons, Ltd. Vaasa, Finland.

Pamela, R. and Seaford, UK (2002) “A Critical Evaluation of the Effect of
Participation in Budget Target Setting on Motivation”, Managerial Auditing
Journal, Vol. 17 No. 3 pp. 122-129

Pearce, J. L. (1996) “Why Merit Pay Doesn't Work: Implications from Organizational
Theory” in Work. R. M. Steers, LW. Porter and G.A. B|gley (eds.)
Motivation and Leadership.

Podsakoff, M; Mackenzie, S. B; Paine, J. B; and Bachrach (2000) "Organizational
Citizenship Behaviours: A Critical Review of the Theoretical and Empirical
Literature and Suggestions for Fyture Research”, Journal of Management
26/1:513-563.

Robbins, S.P. (1998), “Organisational Behaviour: Concepts, Controversies,
Applications”, Prentice-Hall, N.J. USA. p 173

Ruigrok, W., Andrew P., Simon, P. and Richard, W. (1999): Corporate Restructuring



http://www.go2pdf.com

and New Forms of Organizing: Evidence from Europe. Management
International Review, 39 (spring issue), PP. 41-64.

Simon, HA. (1991) “Organizations and Markets”, Journal of Economic
Perspectives, Vol. 5 pp. 25-44.

Spitzer, D.R. (1995), "The Seven Deadly Demotivators”, Management Review, pp.
56-60. :

Steers, R. M. and Porter, LW, (1991), “Motivation and Work Behaviour”, McGraw-
Hill, New York, NY.

Stewart, J. and McGoldrick, J. (1996). "j—iuman Resource Development”, Pitman
Publishing,, London. . :

Strempel, P. (2003), "Towards Strategies for Managing Knowledge Workers", www.
peterstrempel.com/resources/papers/knowledge_workers.html

Stoner, J. A. F.; Freeman, R. E_; and Gilbert, D.R. (1995), “Management’ Prentice
Hall Inc. Englewood Cliffs, N.J., U.S.A_, pp. 320,440

Tyler, T.R. and Blader, S. (2000) “Cooperation in Groups: Procedural Justice, Social
Identity and Behavioural Engagement”. Psychology Press.

Wallace, J. (2001), "After X comes Y", Human Resources Magazine, \Vol.46, 192-3

Wolburg, J. M., and Pokrywczynski, J. (2001) "A Psychographic Analysis of
Generation Y College Students”, Journal of Advertising Research, Vol.
41, No. 5, pp. 33-52.

Notes

Members of the Generation X are children of the Baby Boomer generation who are
born before 1977. The term was coined by Novelist Douglas Coupland (1992) in his
novel, Generation X: Tales for an Accelerated Culture. The Generation Y,
sometimes also referred to as Nexters, constitutes people born in year 1977 and
later - the late offspring of the Baby Boomers.
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