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ABSTRACT 

The concept of motivation has great significance in public sector organizations. 

Motivation always exists in organization and plays a vital role for enhancement of 

morality and productivity of employees at work place. Case study of Pakistan State Oil 

and Pakistan Air Force was selected to measure the importance of motivation and its 

role towards morality and productivity. Collection of data was diverse in nature and 

tried to cover all the aspect pertaining to motivation and its role toward organization 

productivity. Questioners were prepared to analyze the level of motivation. The sample 

size was selected for the testing from lower, middle and higher level management. 

Many motivational key elements were found missing in Pakistan State Oil which was 

highlighted in the current research.  Pakistan Air Force being a defence organization 

was also tested for motivation and its various measures taken by the organization for 

the employees. The statistics of this study has been collected by following the 

interviews and questionnaire methodologies. In this regards 200 questionnaire were 

prepared. 120 were filled by middle management level administrators and rest around 

80 people has been interviewed from senior level personally by the researcher. This 

output of model summary exhibits that the multiple correlation coefficients (R), using 

all the predictors (independent variables) simultaneously is determined as 0.654 

(R2=0.427) and the adjusted R2 is 0.362 which means that about 36% of the variation 

in the dependent variable (Motivation to enhance Morality & Productivity at Work) can 

be predicted by the independent variables i.e. Money as Motivational Factor, Reward as 

Motivational Factor, Open & Comfortable Environment for work Productivity and so on 

and so forth. Moreover on the bases of these results recommendations were 

formulated. 
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INTRODUCTION 

 

0.1 BACKGROUND OF THE STUDY 

 

Modern advancements in the field of sciences and technology have split the world into 

advance or developed and the developing nations. The main difference between these 

two worlds is based on their socio-economic status. The developed world enjoys a well-

organized administrative structure, effectively-designed economic policies, high 

income ratio and high literacy rate. On the other hand, the developing countries are 

distinguished for their slow-paced efforts for betterment and decreased focus on 

growth and development. Their resources, whether human or material or financial, 

remain under- and inappropriately utilized. In the present fast-paced world, the socio-

economic development of any state of the world requires effective utilization of its 

resources be those economic or monetary, physical or material, and social or human. Of 

these resources, the human resource stands out as the most significant of all. Effective 

utilization of the human resource turns the monetary and material investments fruitful. 

Organized and systemized policies coupled with sound procedures and functions by the 

managers and employees of an organization bring about socio-economic growth for the 

entire society. It is a fact that change is the order of the day. Coping with the changing 

conditions of the present times can ensure sustenance and progress to organizations 

whether public or private in any country. Organizations need continued motivation to 

consistently adapting to change. The element of tendency and acceptance of change 

requires to be part of organization’s policies and vision. It is also observed that 

employees demonstrating leadership attributes exhibit significantly greater concern for 

social achievement than the managerial workers do. Social-achievement-motivated 

individuals also expressed greater disenchantment with the opportunity they had for 

influence and autonomy, work amenities, nature of the job, supervisory behavior, and 

with the entire working situation on the whole. Further, they demonstrate more 

democratic tendencies toward collaborative and cooperative action (Mehta, 1977). It is 

significantly observeable that poor agricultural personnel and cultivators can be 
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motivated by a desire for improved agriculture and irrigation tools and techniques, 

drinking water, education of children, improved health facility, increased employment 

themselves, their families and with who they are closely affiliated. While groups 

and group-performance is highly important in organizational performance and output, 

the value of individuals stays equally important. The individualcan be more helpful and 

more effective in bringing changes in his or her environment be that a so social 

environment or work environment in an organization. The research scholar observed 

during the study that generalized attitude towards the self that views the self as worthy 

of being taken seriously and capable of producing desired effects, seems to lie at the 

core of the motivation to face challenges. Such motivation also prompts coping 

behavior, achievement, and hope as against playing safe, obedience, annoyance, 

pessimism, failure, and fatalism. Awareness, intellectual level and the participation of 

people along with enlightened public action/ interventions are plays vital role for the 

securing social objectives.  According to Dreze and Sen (1989, pp.12-13),’Concern with 

the lives of others is clearly a crucial ingredient of public action. Without the 

acknowledgment of the basic element of human motivation, it would be too difficult to 

comprehend the social leaders, journalists, political parties,  relief agencies and 

grassroots activists’ play in encountering famine and chronic deprivation.’ Therefore 

the motivation for the organizer and organize public action. On the other hand process 

of new learning techniques use to power the poor functionaries and organizers help 

initiate the process authorization of the resources to the poor.  There is a strong 

relationship between the understanding of public and their awareness, however, on the 

other hand, the nature, forms, and vigor or sate action in pursuit of public goals, on the 

other’(Dreze and Sen,1989, p.190). The organization effectiveness is almost solely the 

beneficial to motivational effects of participative management (Lawler, 1992; 

Bass,1990; weird,1987; Ewing,1977). There are some practitioners and management 

scholars who even regard participative management as an ethical imperative (Sashkin, 

1984; Miller, 1987; Kanungo and Mendonca, 1992). There would be no logic in 

developed countries that an organization cannot be benefited from participative 

management. The modalities and process of the design and its implementation of 

participative management must be a match or similar with the principle characteristics 
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of the culturally developed countries for the purpose of obtaining the benefits from the 

motivational effects of participative management. Employees derive a sense of 

helplessness once the condition of job or of the organization cause them to consider 

that their important need is not probably be satisfied as long as these terms and 

condition are not likely to be satisfied as long these conditions exist. Modern 

management theories (Block, 1987; Kanter, 1979) have the same opinion that the 

satisfaction of the individual’s ego esteem and self-actualization needs are frustrated 

once the condition of any organization once it do not allow workers to use their job 

knowledge and competencies, skills and to exercise control over product design, 

delivery of service, raw materials, production tools, methods and manifestation, and 

rewards. In the following conditions, the job does not become a source of opportunity 

for the workers/employees to rise and develop on the job, moreover, it does not allow 

the employees to exercises the skills to gain a meaningful experience, dignity and self-

respect and social importance of work. Due to these conditions not only workers got to 

disturb the level of satisfaction their ego, self-actualization needs which direct the 

employee to the state of hopelessness and also to the state of powerlessness. It is 

pertinent to mention that, these conditions put the workers in a state of complex that 

the workers consider themselves always less powerful. It is important to address the 

need of employees, their needs require attention and care.  Where these needs go 

neglected, conditions may arise so as to discourage the level of satisfaction of 

employees’ ego, self-esteem. It is not difficult to imagine that their self- actualization 

needs remain far from even partial fulfillment. In organizations, the employees are 

distinguished from one another on the basis of their needs preference which indicates 

that all the employees do not develop the belief of powerlessness from the job setup 

and the condition of the organization. Therefore restricting the focus on the state of 

individual motivation not only relates and states the individual needs as different but 

also provides the way for better analysis path. This enables develop conditions for the 

organization to provoke among the employees feeling of enjoying reduced power and 

esteem-estrangement. Empowerments, in the form of an enhancement of motivation, 

strengthen a fuller understanding of the reasons why participative style of management 

works.  
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The study specifically deals with the employees of Pakistan Air Force (PAF) & Pakistan 

State Oil (PSO). Both these organizations keep employees involved in decision making, 

target-setting and problem-solving. In addition, they try to bring the changes pertaining 

to different areas of their work. This participative policycommunicates to the 

employees the message that organization honors the aspect  that workers have the 

required job knowledge and level of proficiency to achieve the organization objectives.  

The debate in early age for the concept of empowerment as a motivational force 

emphasizes on the fact that management cannot be a gauge as a simple technique. It is 

compulsory and should be the true face of the philosophy of management for the 

acknowledgment of human resource management, for all levels of an organization. This 

philosophy shows in multifarious ways the support for the growth and sustainability of 

an organization.  Performance of employees is strongly linked with the employee 

behavior. This behavior can be distinguished by two types of factors  -internal or 

motivational factor and external or situational factors. The external factors fit into the 

environment in which the organism is active. An ‘internal factor or condition refers to 

initiate and to sustain activity (Luthans, 1973).With the exception of reflex actions, all 

behaviors are referred as motivated ones. Behaviors head toward the accomplishment 

of some goal or reward that will become a source of satisfaction for a particular need. 

Such type of behaviorsis resolute by needs or motivational factors, capabilities, other 

personal factors like familiarity and past practice, etc regarding the subject, moreover 

by situation or field (external) factors.  There are no of motivating forces which are not 

understood and identified by the individuals or other or they may not conclude 

correctly. Such types of motivating forces are called unconscious, because it is hard to 

understand the particular reason of our actions, or inferior still. We attribute our 

behaviors altogether for a different cause, generally for something that is widely 

accepted from social point of view. A person builds up special handling techniques to be 

called resistance or defensive mechanism for vague, disguise, abjuration or distorting 

for his basic motives to craft them more satisfactory and acceptable to his own 

conscience or society. Several motivational forces are contained in the fundamental and 

main beliefs of behavior. Apart from the situation of crises or in some contingencies 

which show our behavior, it is notable that the behavior of a man cannot be completely 
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determined by a uni-motive. Moreover, one or two motivational forces in any situation 

may be playing the role of supporter while the other forces may be secondary in terms 

of importance. Therefore, the theory of human motivation needs to take this factor into 

concern as human behavior is motivated gets motivated not only with single force but 

with multiple needs.   Motivation is the source that determines the level or readiness as 

a tool for a subject assignment. Motivation does not change the working capacity of an 

individual, rather, it only finds out the effort determination level of each individual 

whether lifted up or down depending on the situation. If a person is delivering his best 

to his line of duty, such worker is highly motivated irrespective of whether his best 

leads to above average, average or below average production. This research attempts to 

wrap up the topic in short but a useful and supporting manner. In the current era of 

science and technology, significance of motivation is too hard to rule out. Each and 

every institution has the aim to attain its goal in an effective manner. It is assumed that 

this phenomena and study or motivation originated from the very beginning of human 

life, and once human beings opened their eyes on this planet , they needed guidance. 

The divine books like Holy Quran, revealed to Holy Prophet (PBUH) and numerous 

other books revealed on the messengers of Allah are the example of the source for 

human motivation meaning that man is primarily motivated by the Almighty Allah 

through His Holy teachings and His Prophets. However, the formal study of motivation 

traces back to the writings of the ancient Greek philosophers. “More than2000 years 

ago the philosophers presented hedonism as an explanation of men’s motivation” 

(Luthan 1973, p.379). One of the two organizations selected for this research study, 

that is, Pakistan state Oil (PSO), is one of the largest oil and energy sector organization 

of Pakistan and recently engaged in numerous activities like supply chain of the various 

petroleum products including the lubricants, diesel, furnace oil, kerosene oil, ket 

engines oil, LPG, and compressed nitrogen gas. It is one of the leading energy sector 

organizations of Pakistan in the retails and corporate sector.  Pakistan State Oil (PSO) is 

the largest Pakistani Company in the energy sector of Pakistan which operates all over 

Pakistan in the retail sector and bulk customers. The PSO also serves more than 2000 

industrial sectors units, power plants and number of airlines are provided fuel by PSO. 

Pakistan Air Force is also on the responsibility of Pakistan State Oil (PSO-2016).  
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Pakistan is one of those countries which are still in the development phase in terms of 

the systems like socio-economic set-up, illiteracy, training and development which are 

yet to be established. These deficiencies in the systems are the few fundamental 

reasons to hamper the efforts made for an increase in efficiency and productivity of an 

institute, particularly in the public sector. Although the government and its officials are 

putting their efforts for the betterment and welfare of the personnel, however, they 

have to work within the prescribed government policies which are not completely 

relient on merit.  One of the examples of such limitations is that government has the 

policy or plan to adjust the people of the remote and less-developed areas from where 

the people are less literate. Accordingly, they have to follow the quota system to adjust 

them irrespective of merit. Since they have to be accommodating in the employments 

and services, they learn and adopt the new changes in the form of culture. Moreover, 

the government organizations are usually confronted with financial issues that are why 

they face challenges in assigning adequate importance to the enhancement of education 

and professional training up to the required standard. Due to lack of attractive and 

effective policies, the public sector is always lacking behind in pay and rewards as 

compared to the private sector. The public sector has yet to establish well refined and 

calibrated systems for their employees which to compensate, or otherwise, the 

employees on their performance basis.  

 

0.2 OBJECTIVE OF THE STUDY 
 

The purpose of the research study in hand was to analyze how people can be motivated 

at workplace in their respective organization to become a source of enhancement of 

morality and productivity in the public sector organizations of Pakistan. This research 

is designed in a format that explains and defines the level of job satisfaction of 

employees in the public sector organizations. The outcome of the research study is 

likely to point out the grey areas that cause hindrance in the motivation of employees 

towards raising their morality and productivity levels. The overall result will be a 

positive change in the state of affairs in this regard which will ultimately raise the 
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performance level as well as create and improve the level of employee satisfaction in 

these organizations. 

 

0.3 SIGNIFICANCE OF THE STUDIES  
 

The significance of the study cannot be overruled because the finding from the study will 

help to intimate the management and policy makers to formulate the policies and guidelines 

for the employees. It will also help the management to define various incentive packages on 

the bases of finding which will motivate the employees for better performance and enhanced 

organizational productivity. The finding from this study would also help to eliminate the 

problem of frustration and stress amongst the employees and will help to highlight the 

concept of group dynamics and employees working behavior. Further this study will help 

the policy makers to review and over -haul their course of action to administration in terms 

of better motivated staff and thus producing enhance morality and productivity   with full 

utilization of available potential human resource. 

 
 

 

0.4 GENERAL PURPOSE  
 

This topic would attempt to identify the major problems faced by the employees in 

public sector organization as these problems bear significant association to employee’s 

motivation. The research work with its findings and analysis is likely to bring forth 

some pragmatic suggestions towards resolving the issues mentioned above, 

particularly the issues concerning the two organizations, that is, the Pakistan Air Force 

and the Pakistan State Oil. Both these organizations have a large number of employees 

on their lists and hence this research will be of material assistance with regard to 

human resource motivation. 
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0.5 SPECIFIC PURPOSE 
 

Listed below are the specific purposes of this research study: 

 To analysis motivational implementations in PSO and PAF. 

 To determine the level of motivation and organizational strategies in PSO 

and PAF by viewing the response obtained from the employee of the 

selected organizations. 

 To analyze the social and economic factors influencing employee 

motivation, and their condition pertaining to the organizational 

workforce towards the organizational developments in Pakistan State Oil 

and Pakistan Air Force. 

 To determine the motivational principles and its impact on organization 

productivity and individual morality with regard to the two 

organizations. 

 

0.6 JUSTIFICATION OF THE STUDY 

The current study was conducted to make some contribution in organizational 

developments and growth of the human resource of the organizations under research 

study. This is an attempt to understand the motivational process and its applicability 

towards the organizational development. Questionnaires were formulated and 

designed to obtain the issues faced by the individuals in terms of organization growth; 

enhancement of morality of the individual and organizational productivity. The study 

was undertaken considerating that there was much need of research work on the topic 

of employee motivation linked with morality and productivity in the sample 

organizations. 
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0.7 OBJECTIVES 
 

The current study would also put forth some of the strategies and guidelines that could 

help the employees working in the public sector organizations and hence raise the level 

of individual motivation at their respective workplaces. It was also required to 

determine the basic requirements to motivate employees and acquire organizational 

development. The focus of the study was to achieve the employee’s motivation for the 

enhancement of organizational productivity and individual and group morality. 

 

0.8 RATIONALE OF THE PROBLEM 
 

The statistics of this study were collected by conducting interviews and questionnaire 

methodologies. In this regard, a questionnaire was prepared for 200 prospect 

respondents. Of these respondents, 120 were from middle management level 

administrators and rest 80 respondents were from senior level of management. The 

researcher approached the respondents in person. This higher ratio in sample 

forwarded to middle-level management was due to more involvement of that level of 

management in organizational functions and more interactions with lower level 

management.  They were basically tested and more focus was given to them to discuss 

their managerial techniques regarding the motivation and how they planned for the 

better future of the organization. Moreover, they were asked to share their techniques 

which are in practice in their respective organizations. The final and debatable question 

was about the possibility of developing an indigenous theory of motivation because, for 

example, the Pakistan Air Force is one of the armed forces of Pakistan whose data in 

most of the matters is considered secret or confidential. However, understanding the 

limitations of the research, several most senior administrators were asked to offer their 

comments regarding these theories. Later on, their queries and findings were 

highlighted in the relevant part of this thesis.  
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0.9  RESEARCH METHODOLOGY 

Keeping in view the importance of the issues of motivations of the employees of the 

Pakistan Air Force and Pakistan State Oil, the following methodology was adopted for 

the research study: 
 

0.9.1 Literature Review  
 

In this research literature review, purpose of this literature review is to 

communicate the reader about the knowledge and ideas that have been already 

available and established for the subject topic, strengths and weaknesses of the 

topic. Literature review is a defining concept as research objectives and issues 

that are discussed in detail, especially the theories concerning the research 

study are deliberated at length and the work done on similar subject by other 

researchers and scholars. Inclusion of their opinion and findings was 

considered important to support this research endeavor. 

 

 
0.9.2   Observational Method 
  

Observational method was also exercised in the research in order to understand 

the behavioral patterns of employees, objects and happening they met at 

workplaces. In this practice, there was no need of any formal or informal 

communication or argument with the people. This method was considered of 

assistance because various researchers use observation as a method of data 

collection either by witnessing and recording information while watching 

events take place or by taking advantage of some tracking system such as check-

out scanners or Internet activity records. Observational studies gather a wide 

variety of information about behavior. There are many observable phenomena: 

physical actions verbal behavior expressive behavior, facial expressions, 

(Investigation of secondary data also uses observation) – all related to 

employee behavior, performance and also employee motivation. 
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0.9.3 Interviewing / Questionnaire  
 

Interviews of respondents were conducted placing suitable questions for the 

purpose of acquiring pragmatic and realistic responses towards data collection.  

The questionnaire was prepared with the questions strongly relating to the 

theme of the research. Great care was taken to ascertain that no question would 

cause any embarrassment to any respondent with regard to privacy, prestige, 

honor and self-esteem. Ethical considerations were kept well in view in this 

concern. 

 

0.9.4   Survey 
 

Survey was considered appropriate so that the respondents could give their 

independent opinion to research questions. The surveys was carried out 

among different employees in many areas of work in the PAF and the PSO. 

 
 

 

0.10 CONCEPTUAL FRAMEWORKS 
 

This study observed the relationship between the motivational applications/tools and 

their impact on the organization developments leading to improved productivity and 

encouragement in moral and ethical values among the employee of the employees. 

Following are the few initiatives that were taken for making contribution in 

motivational strategies for employees and their impact on organization performance 

and individual behaviors towards the morality. Moreover, following elements were 

kept in mind while perusing the research:- 

 Level of Motivation amongst the employee’s 

 Motivation and morality 

 Motivation and productivity 

 Compensation and motivation 

 Organizational strategies 

 Managerial perspectives 
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 Rewards management 

 Impact of stress on employee’s motivation and organizational 

productivity 
 

0.11 VARIABLES 

 

 0.11.1 Independent Variables 

In this research 20 variables were selected as Independent Variables. 

 

0.11.2 Dependent Variables 

‘Motivation enhances the morality & productivity’ was selected as dependent 

variable.  

 

0.12  HYPOTHESES 

 

 0.12.1  Null Hypothesis  
 

Motivation to enhance morality and productivity is not a dependent variable. 
 

0.12.2  Money and Motivation 
  

This is a relationship which shows that money becomes a source for enhance of 

motivation, morality & productivity at workplace. 
 

 0.12.3 Rewards and Comfortable Environment 

There is a relationship between a comfortable work environment and enhanced 

motivation, morality and productivity at workplace. 
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0.13 DEFINITIONS OF THE KEY TERMS 

 

0.13.1 Motivation  
 

Motivation is concerned with the factors that influence people to behave in certain 

ways. There are three components of motivation: direction, effort and persistence. 

Motivation takes place when people expect that a course of action is likely to lead to the 

attainment of a goal – a valued reward that satisfies their particular needs (Armstrong, 

2002). Motivation is a force which brings changes and driveway in which urges, drives, 

desires, aspirations, strivings or needs influence the choice of alternatives in the 

behavior of human beings. 
 

0.13.2 Organizational Development 
 

Organizational development is the process that applies a broad range of behavior 

science knowledge and practices to help organizations build their capability to change 

and to achieve greater effectiveness, including increased financial performance, 

employee satisfaction, and environmental sustainability (Cummings & Worley, 2013).  

 

0.13.3 Compensation  

Compensation is any reward or payment given to a person for services performed. It 

includes, but not limited to, direct or indirect financial rewards. Managers typically 

define compensation as the package of financial rewards – wages, salaries, 

commissions, and bonuses, plus insurance and other types of indirect monetary 

benefits – provided to employees for their services (Caruth & Handlogten, 2001). 
 

 

0.13.5 Reward 

Rewards can be monetary/non-monetary. A reward may be anything tangible or 

intangible that an organization provides to its employees either inte3ntionally or 

unintentionally in exchange for the employee’s potential or actual work contribution, 

and to which employees as individuals attach a positive value as a satisfier of certain 

self-defined needs (P., Johns, R., O’Leary, P., Plimmer, G. and Robinson, J. 2007). 
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Chapter 1 

 

LITERATURE REVIEW 

 

1.1 HISTORICAL BACKGROUND  
 

Organizations throughout the world, whether private or public sector, are engaged in 

dealing with human resource management where humans are to be considered as 

human capital, and organizations are supposed to take maximum benefit from this 

capital in the form of organizational performance. This performance can sustain only 

when employees are kept consistently motivated to perform well. The study of 

motivation can be traced back to the writings of the ancient Greek philosophers who 

made a lot of contribution in this field.  Presented hedonism is one of the explanations 

of men’s motivation. Hedonism says that men seeks out of comfort and pleasure and 

avoid discomfort and pain. Smith, Jeremy, Bentham and John Stuart Mill relate that 

“Motivation in terms of men trying to maximize pleasure and minimize pain”(Luthans, 

1973, p379). Psychologists in the 1800s and in the early 1900s assumed that man is 

consciously and rationally striving for hedonistic pleasure and avoidance of pain. 

William James, who is often called the father of American psychology, was one of the 

first to question this assumption. In his classic “Principles of Psychology”, he 

emphasized that the recognition to two additionally important historically pioneer 

concepts in the study of motivation. William McDougall, in his social psychology book of 

1980 has defined an “instinct as a innate disposition which determine the organism the 

organism to perceive or to pay attention to any object and to act or have an impulse to 

action which finds expression in a specific mode of behavior” (Luthan,1973, p 389).  In 

the era of 1920, the instinctual view of human motivation came under heavy attack. The 

other School of thought also questioned some of the extreme instinctual views. The 

severe critic has carried over so that today the term instinct is seldom has carried over 

so that today the term instinct is seldom used in academic discussions of human 

motivation. Although modern psychologists recognize that some human motive some 
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to be unlearned, they are not too willing to agree with accept the extreme instinctual 

views of James and McDougall. This has given rise to various discussions that lead to 

the advancement of knowledge. 

 

1.2 EMPLOYEE MOTIVATION AND PERFORMANCE 
 

It is very important to study and understand the relationship between motivation and 

employee performance. The relationship between motivation and performance plays a 

significant role in organizational performance and the work environment. Studies and 

surveys show that higher motivation always lead to better performance. This 

performance, however, entails several important qualifications. If sheer response 

output is the measure of performance, it probably varies directly up to some 

psychological limit with an increase in the strength of motivation. If efficiency in 

learning is the measure of performance it increases up to some moderate level of 

motivation goes still higher. 
 

Another area of genuine interest to psychologists has been the effects of motivation on 

perception memory and belief. Is the wish father to the thought? Does a person 

remember only what he wants to remember? Or are his values perhaps a mere 

reflection of his unconscious motivates? Psychological research has not yielded 

definitive answers to all question but two points are well established. Fist, “a motive 

sensitizes that person in cognitive areas related the motive”(Benton, 1768, p922). If a 

person has high need for achievement he tends to recognize achievement-related 

words quickly when they are briefly flashed on a screen; if he has high need for 

affiliation he is likely to recognize pictures of objects, if he is poor he is more likely to 

see or remember coins as being large in size than he does, if he is rich, if he is hungry he 

is to judge food stimuli as large than others stimuli. Second, “the sensitization effect is 

maximal when stimulus conditions are ambiguous or when reality factors determine 

memory, perception or belief are minimal”(Benton, 1768, p922).  Ordinarily, a person 

sees what is “out there”, and remembers. This raises a question what really happened 

to him, regardless of his wishes in the matter. It is only when his information is poor 
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that motivation begins to take over and determine what he sees, remembers and 

beliefs. 
 

In this, the psychologist is the extent to which motives influences the choices a person 

makes as to how he will spend his time. Again, research points to a very simple 

generalization “a motive will lead a person to engage in those activities in which he is 

likely to satisfy that motives” (Benton, 1768, p922). 
 

 

1.3 CONFLICT OF MOTIVATION    
 

Psychologists also have been interested in the effects that are relatively easy to solve in 

one between two approaches motives, two desires to do something pleasant at the 

same moment (as the donkey caught between two piles of hay); usually, the person 

vacillates a while and then chooses one or the other. “A person may want independence 

from the domination of his mother and yet fear that very independence, hi is thus, 

caught with no easy solution possible” (Benton, 1768, p922). Experimental 

psychologists, notably Neal Miller, have attempted to determine what a person will do 

under such circumstances as the strength of the approach and avoidance tendencies 

are systematically varied. For example, Miller was able to deduce the commonly 

observed fact that the psychotherapy may increase a person’s anxiety before he 

improves. The reason lies in the reduction by therapy of the person’s fear of his 

neurotic’s difficulty. Before therapy, a week avoidance tendency would him from 

approaching it. After some therapy, he approaches it more closely until it elicits a much 

stronger avoidance or anxiety reaction than formerly. 
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1.4 MOTIVATION MECHANISM 

 

(Deprivation)  (Deprivation with direction)  (Reduction of drives) 

 

The above arrow shows the motivation cycle. “Needs setup drives to accomplish goals” 

(Luthans, 1973, p392).  Motivation consists of three interacting and interdependent 

element of Needs Goals which are defined as follows. 
 

1.4.1  Needs 

In every simple sense that needs is a deficiency. “In the homeostatic sense, needs 

are created whenever there is a psychological or psychological 

imbalance”(Luthans, 1973, p392). For example, a need exists when the human 

personality is deprived of other persons who serve as friends or companions. 

Need is defined as one of the fundamental necessities to live a healthy and 

prosperous life. These needs could be differentiating from desires, in the 

discussion of need; deficiency may cause a reason for thechange in outcome. 
 

1.4.2  Drives 

The drive is an idea which explains that we are driven by some basic need, these 

needs are said as biological need includes the following:- 

 Food 

 Water 

 Shelter 
 

Basically, these are the needs which drive the individual to express a certain 

behavior to obtain peace of mind and balance in life. This state of balance is 

called homeostasis. It can also explain as this is a deficiency but have a proper 

direction. Drives are full of action with guidelines towards the accomplishment 

of the desired task. 

 
 

GoalsDrivesNeed
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1.4.3 Focus on goals 
 

This is the final stage of this motivational cycle which means a result. A goal in 

the motivation cycle can be defined as anything which is a veryhelpful toolto 

making a need easy and comfortable and reduce the drivingforce. Thus attaining 

a goal will tend to restore psychological or psychological balance and will reduce 

or cut off the drive. Eating, food, drinking, water and obtaining friends will tend 

to restore the homeostatic balance and reduce the corresponding drive; food, 

water, and a friend are the goals in these examples. 
 

 

1.5 MOTIVATIONAL THEORIES 
 

The different theories expounded by expert as Maslow’s hierarchy of needs theory, 

Hertzberg’s expounded by experts theory expectancy theory, equity theory etc are 

created, only of means that the organizations or management have many problems of 

people or workers which face they, because people have different nature of mind, 

through motivation theories, the organization or management reduced the problems. 

The reason to claim that motivation is a product of succession is just in the sense that it 

reduces the problems or solution of problems, and the peoples solve these problems 

through hard work or motivated efforts accordingly. This is true as history has main 

events to human erudite in this regard in their advertisement plays an important role 

of motivation. And day by day the target groups are motivated in a very attractive 

manner, and firms spend a huge amount on that to promote their goods and services. 

The following are the different theories by various authors of different periods. 

 

1.5.1 MASLOW’S NEEDS HIERARCHY THEORY 

 

Need hierarchy theory was developed by Abraham Maslow during 1940, and published 

in 1943. This hierarchy was drawn chiefly from his (Maslow) clinical experience. After 

the research, Maslow thought that a person’s motivational needs could be in a 

hierarchical manner. Maslow believed that one a given level of need red to be activated 
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in order to motivate the individual (Amico, 1981, p201). Maslow identified four levels 

in his need hierarchy which are as under:- 
 

 

Physiological Needs 

This is a basic most level in hierarchy need Of Maslow’s theory. The needs of 

hunger, thirst, sleep and sex are some examples of that level. According to 

Maslow these elements cannot motivate in longer terms” (Amico, 1981, p202). It 

means for example. If one person eats a mango than second and soon, but when 

his needs were satisfied that he cannot strive to again eat more. Thus he cannot 

motivate because his basic needs were completed. Furthermore, only the next 

higher level of needs will motivate him. 
 

Safety and Security Needs 

Now, we know that this is the second level of Maslow’s need hierarchy theory. 

This set of needs involves meeting threats to the well-being of the individuals, 

such as extremes of temperature, wild animal, assault, murder, Tyranny or any 

of a wide range of causes for insecurity. Here Maslow stressed emotional as well 

as physical safety. The whole organism may become a safety-seeking 

mechanism. 
 

Social or Love Needs 

This is an intermediate level of needs loosely corresponding to the affection and 

affiliation needs. Sex is a most basic need. Therefore, there are Maslow’s means 

of love in the sense of belonging. These needs could be addressed through 

friends, spouses, children’s, parents and several of group membership. 
 

Self-actualization 

This is the highest level in Maslow’s hierarchy and we can achieve it only when 

all of the lower intermediate and higher needs are met Self – actualization is 

closely related to the self-concept. In effect, self-actualization is the person’s 

motivation to transform the perception of self into reality. 
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1.6 BEHAVIORAL / RE-ENFORCEMENT THEORY 
 

One of the earliest theories of motivation grew out of the work of prior and later 

Edward-Thom like and B. F. Skinner. These researchers studied animal and human 

behavior and formulated theories based upon a stimulus and response and 

conditioning. The mentioned below figure shows the behavior accordingly as 

motivation. Under this theory, human behavior can be conditioned or changed. If, for 

example, subordinates are given a positive reward for acceptable performance, and 

negative treatment punishment or criticism for unacceptable performance, their 

behavior on the job can be modified. Thus, according to behavioral/ re-enforcements 

theories, “high output in achieved through a system of rewards and punishment” 

(Silver, 1981, p347). Bonuses, compliments, special favors, and privileges are given to 

reinforce desired behavior. With drawl of privileges, criticism, or verbal reprimands are 

used to discourage undesirable behavior.  
 

1.6.1 The Two-Factor Theory by Herzberg 

Frederick Herzberg (1959) expounded his theory that indicated two important factors 

are at work. One is Motivation factor, related to the content of the job and it brings 

satisfaction. The second is Hygiene factors, related to conditions of work can be sources 

of dissatisfaction are satisfaction. 
 

 

 

Motivation Factors 
 

Every job has elements which are motivational in nature. These elements are 

intrinsic to many of the job and produce feelings of achievement, satisfaction, 

self-worth and responsibilities. Herzberg’s motivation factions, when present in 

the work, add to motivation. So, their absence does not create dissatisfaction, in 

most cases. 
 

Hygiene Factors 
 

For every job there certain related factors that deal with the context or 

conditions, under which the job holder performs Herzberg advocate, these are 

important elements, since when not appropriate negative impact on one’s 
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performances. Examples of Hygiene factors are job security and benefits. 

Company policies the attitude of the supervisor and pay. 
 

McGregor’s “X” and “Y” Theories 
 

Douglas McGregor’s theories of motivation are based upon attitudes displayed 

by managers. According to his standpoint, two assumptions of human 

motivation are evident among managers. If trade and industry or for that matter 

any discipline. Under the ‘X’ theory, human beings exhibit a basic dislike for 

work and the expenditure of effort. People must be coerced, controlled, and 

threatened into predicting. Under the x theory, subordinates must continually be 

pressured into working. Further, it is assumed that the average human being 

does not want to be self-directed and prefers to be directed by others and that 

more value is placed upon security that upon taking responsibility. 

According to ‘Y’ theory, work is as natural as play. The human organism not only 

accepts the need to work but actually seeks it. Thus people do not need to be 

controlled or coerced into action. Instead, they prefer self-direction and, under 

the proper conditions, seek responsibility. The need for achievement in most 

people is greater that their need for security. A high degree of imagination and 

creativity is found people and is not limited to gifted few. 

 
 

Equity Theory 
 

According to this theory put forth by Stacy Adams, the level of motivation in an 

individual is a direct result of his or her perception of the fairness or equity in 

his, her relationship with the manager or the organization. This theory 

advocates, “the greater the degree of fairness, the greater motivation and vice-

versa” (Silver, 1981, p353). Thus the motivation level is a function of perceived 

fairness. For example, an employee who feels that his or her contribution is of 

greater worth than a better-paid colleague feels an inequity. This feeling may 

exist even if the favoritism not actually was shown. Therefore, the individual 
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should be reprimanded or rewarded the same as other for similar actions; 

otherwise, this sense of inequity will affect the individual’s behavior. 
 

 

Expectancy Theory 
 

This theory becomes evident through Victorvroom. According to him, there is a 

direct relationship between the level of motivation, the importance of the goal, 

and the expectation of achieving. In management terms, one can expect a high 

level of motivation from subordinates where organizational goals are 

reasonably in line with their personal goals. “High motivation results, where 

there is a good possibility these goals can be achieved” (Silver, 1981,p355). 

Therefore there is a high degree of motivation once the goal is achieved, 

however, if the little chance of achieving the goal than the level of motivation is 

found low. 

 

1.7 ISSUES AND METHODS OF MOTIVATION IN ORGANIZATIONS 
 

It can be comprehended from the study of the theories of human motivation that these 

theories are firmly founded on observations of human behavior, defined broadly to 

include thoughts or actions, of all the theories described, Herzberg’s has had the widest 

application because it provides highly visible and specific procedures that can be 

embodied in training programs and total organizations approaches leadership and 

managerial styles, such as those of organization development. We know that motivation 

also remains a continuous problem because for most people it is not fully achieved. 

“Skilled can be more readily motivated than unskilled once because for them the 

intrinsic factors are greater” (McFarland, 2002, p555). The changing of motivating 

managers to their peak performance are similarly greater than for rank and file 

workers because the former have different definitions and goals for occupational 

success and then to have higher levels of aspiration. Employees face many demands 

upon their time, loyalties, and energies. “the organization is not only the agency making 

these demands, thus the employee faces multiple interests as ideals, family, friends, 
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community and religious groups and other organizations all have expectations” 

(McFarland, 2002, p924). The overall, to motivate others, the managers themselves 

must be will motivated so that the desire for accomplishment it pervasive. The skills of 

leadership and human relations provide useful ways of motivating others. By setting an 

example, managers demonstrate the value of motivation. A manager who understands 

his subordinates, their needs, and their sources of job satisfaction can provide the 

conditions of effective motivation. The following are the points, which are well known 

by the managers, for the solution of the problems of motivation. 

A glimpse on the above theories of needs and motivation reveal that motivation of 

employees is associated with the degree of satisfaction at workplace. Commitment also 

requires satisfaction in terms of meeting basic demands of employees to a certain level. 

Once this satisfaction is acquired, the employees can be effectively motivated to 

perform better and stay loyal to their organizations. 
 

 

1.7.1 Reward and Punishment System 
 

Policies and procedures for motivation are selected and adopted by every organization 

in order to keep an effective control on the behavior of its members. A positive 

behavior can be rewarded by giving fringe benefits etc. A negative sort of behavior can 

be restrained by applying various forms of punishment, e.g. reduction in pay, 

admonition, layoff, expulsion from human resource service and other disciplinary 

actions so as to maintain such conditions and environment that could bring about 

better understanding of the function of reward and punishment system in the 

motivation process. Where the sources of reward and punishment are not within the 

direct control or influence of managers, then the informal rewards can be adopted. 

Whereas informal rewards are ideally devised for genuinely unusual efforts, they are 

often granted for other reasons, some of which are taboo. For example, they may be 

given in lieu of a promotion or salary increase that could not be granted; as a bonus for 

doing unpleasant or low prestige or not generally liked things; as an opiate to offset 

political, policy, or status defects; as a conciliation to irate colleagues or subordinate; as 
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a way of getting around formal wage maximums; or as a reward for collusion in the 

operation of the unofficial reward system (McFarland, 2002, p924). 
 

1.7.2 Monetary Rewards 
 

Pay is often considered to be the primary motivating force, particularly for rank-and-

file workers. If we assume that money is the sole or even primary motivator then we 

perceive that it was shown by researchers by error as the sole or even primary 

motivator of human relation movement. Herzberg saw this phenomenon in placing pay 

among the hygiene factors rather than the motivating factors. Hence it is necessary to 

establish systematic procedures and concepts to maintain the monetary reward system 

in an equitable manner. Bonus offers, profit-sharing, stock ownership, and other firing-

benefits have fairly been a successful mode of motivation for managers. The profit 

sharing and stock ownership have been helpful for Rank-and-file employee motivation. 

Bonus plans have been effective in many companies. One of the most widely used 

methods of motivation in manufacturing firms is the “Scanlon plan” devised in the 

1930s by a steel worker named “Joe Scanlon” (McFarland, 2002, p.924).This plan 

embodies a company-wide effort to increase productivity and to share the benefits of 

the increases with all employees. 

 
 

1.7.3 Motivation Process 
 

It may be claimed that motivation is not something that can turn on and off at will, nor 

can it be thought of solely as an internal pushes which “will out” regardless of 

circumstances instead. The rater is a process in which the learner’s internal energies 

are directed toward various goal objects in his environment. Motives arising from our 

basic needs are energies which give direction and propose to behavior. It should be 

understood, however, that complex behavior does not usually spring from a single 

need. For example, John who is editor of his school paper may spend a good deal of time 

and energy in the newspaper office; he may even work long hours after school. This 

activity may relate to a number of needs. Growing out of this activity are satisfactions of 

the need for status and for feeling important, the need for social approval from other 
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staff members and the teacher and parents, the need for heterosexual adjustment, the 

desire for independence, and possibly many others factors. Furthermore, the 

newspaper writing and attendant activities may provide a needed release for tensions 

which have been built up in other situations. Needs which is powerful spring of 

behavior when properly harassed become diverted into many channels some of them 

are undesirable and operate at cross purposes with the aims of the employee of the 

PSO. 

 
  

1.8 THE EMOTIONAL ASPECTS OF MOTIVATION 
 

It is a fact that motivation always involves an affective component. Tension release 

when a student has achieved his/her goal, or the frustration if (s)he is unable to do so. 

So are the circumstances which give rise to feelings and emotions of employees from 

the point of view of this study. If we consider a school child as being under a strong 

impulsion towards his/her goals selected for him/her by the teacher, there are a 

number of possible events which may lead to emotional states. Due to lack of ability or 

training or because of the nature of the task when a child is unable to perform 

satisfactorily, strong motivation towards the goal which the task is expected of, may 

lead to anger, displaced aggression and feelings of inferiority as shown in the following 

experiment. Dembo’s experimental method consisted in confronting her subjects with 

an impossible task and demanding completion forms them. Her experiment lasted 

between one and two hours and was usually continued on the following day. The 

experimenter result and some of the anger and aggression which school children 

display under similar circumstances. The community is full of challenging problems 

and opportunities for learning, and when students are allowed or encouraged to tackle 

these problems, their interest and enthusiasm may be tremendous. Following is one 

example of this kind of well-motivated activity in operation. In a class discussion, it 

came to light that over half of the persons present in class had malaria. The students 

were amazed and began to wonder whether they were truly representative of the 

population of Tuscaloosa. A visit to local health authority revealed a lack of reliable 

date. By this time class interest was so high that the students proposed to secure 



26 

 

answers to their questions through a direct survey. Accordingly, a questionnaire was 

drawn up and plans for administering it were discussed in detail. However, the city was 

large. What was an adequate sampling? How the information should be gathered? 

These were important questions to be satisfied before the survey was started. Finally, it 

was decided that the students would secure training in interview techniques in schools 

and then visit every fifth house in the city with their questionnaire. The dates were 

compiled and charts were drawn. The class found that they were an atypical group. 

However, the rate of malarial infection was so high that students decided to take some 

steps to improve the situation. The class studied causes and remedies for malaria and 

prepared literature for distribution in the school and community. The findings of the 

study were submitted to the local board of health and to the city newspaper, and 

complete report of the study was placed in the high school library. This proved to be an 

effective example of motivation. 
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1.9  THE CASE STUDY 

 

PAKISTAN STATE OIL (PSO) 

The brief history of Pakistan State Oil is stated as follow:- 

 

Brief History 
 

PSO can be traced back to 1974 by the order of the government of the Pakistan under 

the nationalization policy by merging the Pakistan National Oil (PNO) and Dawood 

Petroleum Limited (DPL) as Premier Oil Company Limited (POCL). In 1974 Petroleum 

Storage Development Corporation (PSDC) came into existence. Later, on 30 December 

1976, it was renamed as Pakistan State Oil (PSO). PSO is a multimillion global 

competitive state-owned mega-corporation and the leading oil company in Pakistan. Its 

head quarter is located in Karachi and has several state divisions in different cities of 

Pakistan. It covers 82 % of country’s national energy sources. It shares 73% black oil 

market and 59 % of the white oil market in the country (Wikipedia, 2012). It works in 

different areas of exploration and production, petrochemical, distributions and 

marketing, refining, power generation and trading. It also involves in the import of oil 

product including mugs, HSD, Fuel oil, jet fuel, kerosene, LPG, and CNG. It is the largest 

company in the country with well-expended business presence in abroad (Wikipedia, 

2012). PSO has competition with Shell, Caltex and Total etc. but due to its effective 

leadership and organizational structure, it has retained the first position in the energy 

sector in Pakistan. PSO’s distribution network comprises nearly 4,000 outlets out of 

which about 95 percent outlets serve the retail sector while the remaining extend 

services to bulk customers. The PSO facilitates a large number of industrial units, 

business houses, power plants, and airlines. The infrastructure of the company is 

stretched from Karachi to as far as Gilgit with several depots and installations for 

storage of oil and petroleum products. With a capacity of about one million metric tons, 

the PSO has 74% of the total storage capacity of all the oil companies operating in the 

country (Wikipedia, 2012). Over the years, effective implementation of corporate 

reform and best industrial practices accompanied by development strategies, the PSO 
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enjoys the position of a highly competitive business company. It is very encouraging to 

note that the company values its human resources as the most important capital. 

During the last few years, it has launched incentive schemes in the form of awards for 

the employees who put up exceptional performance. It has formulated strategies aimed 

at increasing employee motivation, emphasizing on high ethics, attitude, and behavior. 

Employee motivation surveys are carried out at suitable intervals to maintain and 

improve organizational as well as individual standards. Towards its contribution in 

corporate social responsibility, the PSO makes sincere efforts in the fields of education, 

healthcare and community building. This is a part of PSO’s policy on corporate social 

responsibility. 
 

 Vision  

“To excel in delivering values to customer as an innovative and dynamic 

energy company that gets to the future first”. (PSO, 2012) 

 

 Mission  
 

In the competitive market of Pakistan, PSO is committed to providing the 

highest quality of its product to its customers based on following:- 
 

 Highly qualified professionally trained motivated 

workforce working as a team member in an environment, 

which acknowledged and reward best performance, 

innovational and creativity, and provide for personal 

growth and development of the personnel. 
 

 Lowest cost operation and assured access to long term and 

cost effective supply sources. 
 
 

 To maintain growth and development in their true spirit. 
 

 To provide conducive working environment for its workers 

which provide socially responsible business practices 

(Wikipedia, 2012). 
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 Core Values Of PSO 

The PSO believes in the following values: 

 Excellence 

 Cohesiveness 

 Respect 

 Integrity 

 Innovation and Creativity 

 Corporate Responsibility (PSO, 2012) 
 

With the advancement of modern management systems and organizational techniques, 

the PSO realizing the value of human resource development included it in its reform 

priorities for sustained progress and performance of the company. The PSO 

management has been quite watchful about the developments all around the world in 

the oil and petroleum business, and has established a competitive corporate 

environment with the help of sound leadership. This has enabled PSO emerge as a 

leader in the energy sector. The company facilitates the automotive sector and aviation 

besides supplies to the railways, armed forces and the agriculture sector. All these 

organizations significantly rely on PSO for their operations and performance. PSO 

markets and distributes several petroleum products including gasoline, high speed 

diesel, furnace oil, jet fuel, kerosene, lubricants, petrochemicals, LPG and CNG etc. The 

economy of the country to much extent depends on the supplies by PSO which is also a 

large industrial consumer. 

The PSO makes supplies of fuel to the armed forces of Pakistan and their important 

establishments and institutions like the National Logistics Cell, Pakistan Ordnance 

Factory (POF) Wah and other stations. In this way, the PSO plays a key role in the 

defense sector of the country and the nation. The other key organizations to benefit 

from its supplies and products are the Pakistan Water and Power Development 

Authority (WAPDA), Karachi Electric (former Karachi Electric Supply Corporation – 

KESC).  
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The industrial sector is one of the major beneficiaries of PSO supplies. These industrial 

units include the areas of textile, cement, agriculture and transport etc. Refueling of 

airlines both at national and international levels is one of the significant features of the 

PSO services and sales. All large and small airports in Pakistan are supplied with fuel 

by the PSO. Ships and boats of the Pakistan Navy, the Maritime Security Agency, the 

Karachi Port Trust, Pakistan National Shipping Corporation and others avail fuel 

supply including the furnace oil largely needed by ships. 

HR Planning  

 

A management or leader is successful when it designs out an effective and practicable 

human resource planning. Needs assessment is one of the initial stages included in the 

planning process. A proper assessment of HR needs will enable an organization know 

about its needs relating to human resource employment. The responsibility of hiring in 

PSO is assigned to SAP Department. The HR planning helps also to predict the future 

vacancies likely to be created in the organization due to retirement, termination, 

resignation or creation of new positions. 

Recruitment & Selection 

 

By virtue of its sound reputation, the PSO receives a large number of applications 

whenever it advertises job vacancies. Newspaper media is used for this purpose. As a 

matter of policy the PSO prefers to induct the internal candidates for the positions 

announced in the advertisements. Internal hiring is beneficial as employees already 

know the culture of the company, the recruitment and selection costs are also reduced 

while there is saving also when it comes to employee orientation and training 

programs (which are required in the case of external candidate). Referrals are also 

helpful for the purpose of recruitment and selection. However, external recruitments 

also take place when head of a the department is convinced that internal candidate 

may be unable to meet the requirements of a certain position or job. 

 



31 

 

Human Resource Department 

 

The Human Resource (HR) Department in PSO was founded immediately on its 

inception. Initially, there were four "Personnel Departments" of Premier Oil Company 

Limited, Pakistan National Oil and Dawood Petroleum Limited and State Oil Company 

Limited. These departments were merged together later on. This merger posed some 

problems in the company because many employees who served in these departments 

had to be relocated or given early retirements. In the year 2000, the "Personnel 

Department" was converted to "Human Resource Department". As ‘Personnel 

Department’ its function was limited to employees working, keeping their personal 

records, their attendance and regularity, their salaries and benefits, their backgrounds 

and details about experience. This was all as customary in traditional organizations of 

the past. With the passage of time and the changing conditions in the business 

organizations around the globe, the PSO management realized the need of a HR 

department in order to retain an updated set of information about the employees and 

maintain their performance monitoring and evaluation. This approach was timely and 

right. Now the HR department deals with several activities including job analysis, job 

specification, job design, recruitment and selection of employees, HR planning, 

succession planning, orientation programs for the newly appointed employees, 

compensation and rewards, training and development and other associated affairs of 

the human resource. The outcome of the bringing in HR departments in the 

organization has been witnessed in the form of recruitment and availability of quality 

professionals and workforce as well as improved levels of productivity and efficiency. 

Besides, employees get increased opportunities of learning and growth through 

professional training programs like seminars and workshops. Health, safety and 

environment are other areas that the PSO has worked for during the past several years. 

All these measures develop an understanding that the PSO considers its employees as 

its assets that are added with value using different modes of growth and development. 

Observing latest trends of human resource management, the data about employees are 

maintained effectively and kept updated on regular basis. The PSO strictly monitors 
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updating its HR information system on daily basis. The updated information proves 

helpful in various processes including hiring, transfers, loan sanctions, enhancement of 

allowances for the employees. The information system keeps updated records of 

salary, leave, promotions and performance of the employees besides keeping 

information about their strengths, weaknesses, interests and skills etc. For the purpose 

of authenticity and reliability of the data and information relating to the employees, 

only important officers are authorized to keep access to the human resource 

information system of the PSO. Their powers concern HR recruitment, time 

management, transfers and leave policies. Access to HR information system to limited 

hands ensures safe control on the employees’ records. Mandatory use of computers 

was a source of change in the HR department in terms of new information of job 

designing. Job designing is a sensitive process included in the management of human 

resource. Job designing, job specification and then job description are the means that 

support job satisfaction and the resultant motivation among employees. As an effective 

measure to ensure quality performance of the employees, a proper job designing is 

carried out to identify the job, its rationale, documentation and developing a profile of 

each job. Job vacancies help identify the number of jobs in various fields, professions 

and units. Necessary information is collected through the human resource information 

system using surveys and interviews of the people at jobs. In this process, discussions 

are also held with supervisors and experts for effective outcomes in understanding, 

estimating and balancing various compensation packages. Rationalization enables 

placing people at suitable positions and carrying out comparisons as per their locations 

and work environments. At this point it is pertinent to mention that while collecting 

information from employees, it is preferable to apprise them of the purpose of such 

data and information collection. This may motivate them to cooperate with the data 

collecting person or team, and hence a support in the information collection. 

Employees feel valued and rightly assume that their opinion may be considered, and 

that their contribution in the information collection may have some impact on the 

decision-making of the organization. For example, seminars on health services have 

proved beneficial when a survey revealed that most of the employees were satisfied 

and benefitted from the health service seminars. On these occasions, they have the 
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opportunity to offer their opinion and suggestions for any improvement and change in 

the prevalent health services offered to them by the company. Employees are 

encouraged to share their suggestions using suggestions boxes and emails. Supervisors 

have instructions to keep in constant touch with their subordinates to see that 

employees perform under satisfactory conditions. 

Performance Standards - A Mechanistic Approach 
 

To develop work standards and to maintain these standards, performances are to be 

regularly and constantly measured using proper methods and tools. Comparison 

methods as well as 360 degree methods are used to assess the performance level of the 

employees and the supervisors. This helps bring forth any issues being faced in the 

function of departments and units. The mechanistic approach observes the workers 

doing same activities repeatedly. This helps develop simplification in the functions so 

that output is acquired using less time and effort while the work is done with increased 

efficiency. The repetitive nature of work however bears the tendency to cause 

boredom among the human resource and also cause fatigue. It therefore relies largely 

on the supervisors and managers how to reduce the feeling of boredom and fatigue. 

Switching of duties, wherever possible, can be supportive in this regard which refers 

job rotation technique to be applied in the work.  Job rotation is beneficial also in the 

sense that an employee has the opportunity to learn a set of skills during the 

performance of his/duties at work 

With the aim to improve employees’ skills and knowledge as well as their performance, 

growth and personal development, the PSO organizes training sessions ranging from as 

brief as a few minutes counseling to a few days courses depending on the need of the 

employees and the departments. The training programs focus on turning the 

employees as effective human resource who can upgrade their capabilities and 

efficiency standards for the interest of the organization as well as for themselves. 

Training is provided periodically both at local levels, within country as well as abroad 

where necessary. Several methods applied in the training of employee include lectures, 

visual aids, visit of job areas, on-the-job training and so on. 
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Employee compensation  
 

The PSO makes sure that salary packages of the employees are commensurate with 

their academic qualification, skills, knowledge and professional experience. Salaries 

are paid regularly and directly into the accounts maintained in their banks. On 

completion of service or retirement, an employee receives his/her dues within a 

fortnight. Annual increments in the salaries are traditional in the company. An 

employee who has completed two years of service in one grade is promoted to higher 

grade based on good performance. Distinguished performances earn the employees 

bonuses as well. On special occasions like EIDS, employees are granted bonuses, which 

helps them and their families celebrate the occasions with joy. The management may 

also grant bonuses on any other occasion as per the company policy and decision. The 

PSO maintains good standards of human resource management where all kinds of 

discrimination, biases, ethnicities etc. are strongly discouraged. This aspect develops a 

sense of fair and equal treatment in the eyes of the employees about their 

management. 

Moreover, there is no compromise on health and safety of the employees. Drinking 

water is properly filtered through reliable filtration equipment and necessary 

laboratory tests. The company ensures supply of fit for drinking water through ground 

supply, local water supply system as well as through tankers where needed. Be it an 

office building, a store house, a field or a place with machinery; safety and health 

measures are ensured. The company maintains an effective fire control system for the 

safety of the employees and assets in offices and other facilities. Modern fire detecting 

devices are installed at sensitive points. This measure protects against fire hazards. 

The employees feel secure and are hence able to perform their work with a sense of 

mental relaxation. There is an appropriate medical policy for the employees and their 

families which are managed with the help of an insurance company. The medical 

benefits cover both outdoor patient treatment (OPD) and hospitalization. 
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Promotions 

Promotions within organization are one of the sources of motivation for employees. 

The PSO encourages its employees to apply for higher positions by way of recruitment, 

selection, orientation and training programs. This manner of promotions and the 

affording of opportunities to earn higher positions in service develops a feeling of 

motivation and ownership of the organization. Employees are given to regard these 

opportunities as a measure of taking their care by their organization, and in return 

they are likely to maintain good standards of their performance as well as feeling 

satisfaction on their job. As a matter of policy the PSO prefers the internal employees 

for promotions instead of looking for outside candidates. This preference again helps 

motivation and the consequent retention of employees. As for the recruitment 

externally, the human resource department is engaged in the hiring process along with 

the head of the department concerned. 

As for recruitment from outside candidates, there is a policy which ensures that 

candidates are sought from outside the organization after ascertaining that 

appropriate substitutes of these external candidates are not available within the 

organization. The departmental heads and the HR department coordinate for the 

appointments and recruitments to safeguard the interest of the organization and the 

employees. The PSO keeps a consistent watch on the developments in the human 

resource management field so that its own human resource is adequately and 

definitely updated with the new management and work trends. Moreover, to maintain 

the level of performance and efficiency of the employees, the PSO affords training 

sessions for the employees so that they are able to learn their job and do it properly 

and efficaciously. These training sessions are beneficial for the employees in their 

individual capacities as well in the form of their personal growth and development, 

realization of competency, confidence and sense of responsibility. The training 

methods include lectures, audio-visual aids, performing special tasks and so on. There 

are on-the-job and off-the-job trainings provided to the employees keeping in view the 

needs of the organization. 
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Motivation 

 

Motivation places notable impact on retention of employees. This notion is true for PSO 

as well. And yet retention is considered one of the significant challenges an 

organization is confronted with. Ahmadi and Alireza (2007) are of the opinion that in a 

developing country like Pakistan, employee performance relies also on their retention. 

Ali and Shakil (2009) argue that comparing the tangible and intangible sources, the 

latter play more significant role in retaining employees through motivation in 

organizations. Although other compensations cannot be overlooked, yet the attitudes 

and treatment the employees get at workplace influences more to motivate them for 

efficient performance and retention in service.  

Hymowitz and Murray (1999) are convinced that motivation inspires employees to 

remain stuck with their organizations. Motivation although is not very common in 

Pakistani organizations, and this factor is largely influenced by the local culture, 

however, the organization like PSO takes care of its employees. Jorgensen (1996) 

earlier finds similar aspects about the relationship between compensation and 

employee retention.  Pakistan has its conventional culture where there is generally the 

family head is the earning member with the spouse and children (and in several cases 

the old parents) are dependent on this income. This causes challenges in bringing 

equilibrium between income and expenses. The masses regularly and frequently 

experience raise in everyday use items as well as inappropriate increase in the utilities 

charges. With this situation when an employee gets a small amount as salary, it can 

hardly afford even the basic needs like food, health and education. The PSO is known as 

an organization that offers quite a reasonable package as salary and associated benefits 

to its employees. This directly refers that employees have reason for motivation and 

the resultant retention. Abraham Maslow’s Hierarchy of Needs theory advocates 

provision of basic needs which are affordable by monetary means. Comfort in the form 

of money keeps employees from dissatisfaction. For motivation, according to Maslow, 

one needs satisfaction beyond basic needs. Organizations in the developing countries 

of the world can learn from those of the developed nations to assign due significance to 



37 

 

motivation factor of the employees. This can improve the entire organizational 

performance thereby helping advancement toward achieving organizational objectives. 
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1.10 PAKISTAN AIR FORCE (PAF) 
 

The air force of any country plays a key governing role in the military organizations and 

in the political strategies in the modern world. Pakistan Air Force is rich in terms of 

having men of vision and foresight on its list, just like Quaid-e-Azam Muhammad Ali 

Jinnah, the founder of the nation, has set the goals for us to have a free homeland in the 

form of Pakistan. Pakistan Air Force has tested its strength in two major wars fought in 

1965 and 1971, and has earned great reputation as the air wing of the armed forces of 

Pakistan. The Pakistan Air Force can proudly claim with justifiable pride that it 

possesses the capability to face any challenge that may come in its way any time at 

present or in future. It is very important to understand that in this era of science and 

technology, the latest innovations and advancements in strategic arms may set hard 

challenges for us in future. Realizing this fact, Pakistan Air Force attempts to stay 

updated with the latest developments in the relevant areas, and for this reason the PAF 

is very capable of handling any situation and any aggression against the state and the 

people of Pakistan. The state and the government, and all its institutions, especially the 

armed forces wish Pakistan to live in peace. However, there is need for a constant 

vigilance and struggle to defend the aerial territories of Pakistan. Pakistan Air Force in 

order to effectively perform its primary role of arealdefense of Pakistan, always focuses 

on its personnel. The PAF provides all opportunities to its airmen for better grooming, 

training and development. The servicemen of PAF are provided with latest training and 

development and other facilities to motivate their human being. Keeping in view this all 

facilities provided to its airmen, they are motivated, well prepared for the better 

productivity of the organization, and ultimately serving dedicatedly for the country. 

Selection of this organization has a great significance as the employee’s contribution 

plays a vital role in organizational development. 

 

 Brief History 
 

A country without a strong air force is at the mercy of any aggressor. Pakistan 

developed its Air force in a very short and quick span of time. Pakistan Air force 

nevertheless is the one of the best Air Forces in the world having “second to none” air 
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defense capabilities and expertise. The Father of the Nation, Quaid-e-Azam Muhammad 

Ali Jinnah stressed upon the strength of Air Force. He kept guiding toward the 

principles for those who made tremendous struggle for the creation of Pakistan 

through the years. Today’s PAF is the living tribute to the vision of those                                                                                                                                         

pioneers who made humble but determined start to build one of the best air force in 

the world. Deeds of valor of those gallant officers and men are resolute and courageous 

efforts have turned the PAF into a great force what it is today.  History is always 

recorded ex-post facto.  It is the record of significant events in the past, institutions, 

traditions and individual actions that shape events and developments in the life of 

nation communities/ organization. An efficient and effective Air Force cannot be built 

overnight. However, it is a very difficult task because of Political technological and, 

above all economics limits. Since the inception of Pakistan Air Force has to work hard 

for its long-term development and turning itself into a modern and well equipped Air 

Force. Moreover, it is pertinent to mention that the Air Forces and other defense-

related agencies are based on the function of motivation. Motivations of its employees 

play a vital role in its smooth conduct of operations. During the war and crises, only 

motivation is a key element which helps the individual to win the wars. Pakistan Air 

Force always be more focus on its human resource capital because it's famous saying 

“it’s the man behind the guns”, therefore in order to run smooth operations of the Air 

Force motivation of the people became a pivotal asset. PAF has its HR Department to 

look after its employees, incentive schemes in terms of the award on equal 

opportunities. PAF also encourage those who put up the extraordinary and exemplary 

performance. PAF has formulated no of strategies while aimed at enhancing the 

personal motivation level, more focus on the core values and ethics toward the service. 

Employee motivation surveys are carried out at suitable intervals to maintain and 

improve organizational as well as individual standards.  
 

 MISSION STATEMENT OF PAF 
 

The mission statement of Pakistan Air Force is “to provide, in synergy with other 

services, the most efficient, assured and cost effective aerial Defense of Pakistan”. 

It is a very clear statement that this is the responsibility of Pakistan Air Force that 
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they maintain very good relationship in terms of harmony and synergy with all 

services. There is a very strong linkage amongst the inter-services organization 

and the most important point is that PAF provides an efficient aerial defense to the 

country. The command system of the PAF ensures that its functions go in line with 

its mission statement. 

 

 VISION statement  

 “To be among the most respected Air Force of the world”. 

 

The aim is set very high, PAF is putting their self with the compression of the world top 

Air Forces. Not only comparing but also setting the goal of the most respected Air 

Forces. Respect cannot earn without sacrifices and efforts, the officers and Airmen of 

Pakistan Air Forces have set many examples of heroism in the battles of 1965 and 1971 

respectively. 

 
 

 CORE VALUES    
         

As the most respect, Air Force of the world is the desired of the Pakistan Air Force. For 

the accomplishment of said objective, they have to and they need to maintain and set a 

high standard of their performance. The achievements of the desired objective are no 

possible with having certain core values. The core values of Pakistan Air Force are as 

follow:- 
 

 Integrity 

 Duty 

 Excellence 
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CHAPTER 1 

INTRODUCTION 

 

1 BACKGROUND OF THE STUDY 

 

Modern advancements in the field of sciences and technology have split the world into 

advance or developed and the developing nations. The main difference between these 

two worlds is based on their socio-economic status. The developed world enjoys a well-

organized administrative structure, effectively-designed economic policies, high 

income ratio and high literacy rate. On the other hand, the developing countries are 

distinguished for their slow-paced efforts for betterment and decreased focus on 

growth and development. Their resources, whether human or material or financial, 

remain under- and inappropriately utilized. In the present fast-paced world, the socio-

economic development of any state of the world requires effective utilization of its 

resources be those economic or monetary, physical or material, and social or human. Of 

these resources, the human resource stands out as the most significant of all. Effective 

utilization of the human resource turns the monetary and material investments fruitful. 

Organized and systemized policies coupled with sound procedures and functions by the 

managers and employees of an organization bring about socio-economic growth for the 

entire society. It is a fact that change is the order of the day. Coping with the changing 

conditions of the present times can ensure sustenance and progress to organizations 

whether public or private in any country. Organizations need continued motivation to 

consistently adapting to change. The element of tendency and acceptance of change 

requires to be part of organization’s policies and vision. It is also observed that 

employees demonstrating leadership attributes exhibit significantly greater concern for 

social achievement than the managerial workers do. Social-achievement-motivated 

individuals also expressed greater disenchantment with the opportunity they had for 

influence and autonomy, work amenities, nature of the job, supervisory behavior, and 

with the entire working situation on the whole. Further, they demonstrate more 

democratic tendencies toward collaborative and cooperative action (Mehta, 1977). It is 
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significantly observeable that poor agricultural personnel and cultivators can be 

motivated by a desire for improved agriculture and irrigation tools and techniques, 

drinking water, education of children, improved health facility, increased employment 

themselves, their families and with who they are closely affiliated. While groups 

and group-performance is highly important in organizational performance and output, 

the value of individuals stays equally important. The individualcan be more helpful and 

more effective in bringing changes in his or her environment be that a so social 

environment or work environment in an organization. The research scholar observed 

during the study that generalized attitude towards the self that views the self as worthy 

of being taken seriously and capable of producing desired effects, seems to lie at the 

core of the motivation to face challenges. Such motivation also prompts coping 

behavior, achievement, and hope as against playing safe, obedience, annoyance, 

pessimism, failure, and fatalism. Awareness, intellectual level and the participation of 

people along with enlightened public action/ interventions are plays vital role for the 

securing social objectives.  According to Dreze and Sen (1989, pp.12-13),’Concern with 

the lives of others is clearly a crucial ingredient of public action. Without the 

acknowledgment of the basic element of human motivation, it would be too difficult to 

comprehend the social leaders, journalists, political parties,  relief agencies and 

grassroots activists’ play in encountering famine and chronic deprivation.’ Therefore 

the motivation for the organizer and organize public action. On the other hand process 

of new learning techniques use to power the poor functionaries and organizers help 

initiate the process authorization of the resources to the poor.  There is a strong 

relationship between the understanding of public and their awareness, however, on the 

other hand, the nature, forms, and vigor or sate action in pursuit of public goals, on the 

other’(Dreze and Sen,1989, p.190). The organization effectiveness is almost solely the 

beneficial to motivational effects of participative management (Lawler, 1992; 

Bass,1990; weird,1987; Ewing,1977). There are some practitioners and management 

scholars who even regard participative management as an ethical imperative (Sashkin, 

1984; Miller, 1987; Kanungo and Mendonca, 1992). There would be no logic in 

developed countries that an organization cannot be benefited from participative 

management. The modalities and process of the design and its implementation of 
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participative management must be a match or similar with the principle characteristics 

of the culturally developed countries for the purpose of obtaining the benefits from the 

motivational effects of participative management. Employees derive a sense of 

helplessness once the condition of job or of the organization cause them to consider 

that their important need is not probably be satisfied as long as these terms and 

condition are not likely to be satisfied as long these conditions exist. Modern 

management theories (Block, 1987; Kanter, 1979) have the same opinion that the 

satisfaction of the individual’s ego esteem and self-actualization needs are frustrated 

once the condition of any organization once it do not allow workers to use their job 

knowledge and competencies, skills and to exercise control over product design, 

delivery of service, raw materials, production tools, methods and manifestation, and 

rewards. In the following conditions, the job does not become a source of opportunity 

for the workers/employees to rise and develop on the job, moreover, it does not allow 

the employees to exercises the skills to gain a meaningful experience, dignity and self-

respect and social importance of work. Due to these conditions not only workers got to 

disturb the level of satisfaction their ego, self-actualization needs which direct the 

employee to the state of hopelessness and also to the state of powerlessness. It is 

pertinent to mention that, these conditions put the workers in a state of complex that 

the workers consider themselves always less powerful. It is important to address the 

need of employees, their needs require attention and care.  Where these needs go 

neglected, conditions may arise so as to discourage the level of satisfaction of 

employees’ ego, self-esteem. It is not difficult to imagine that their self- actualization 

needs remain far from even partial fulfillment. In organizations, the employees are 

distinguished from one another on the basis of their needs preference which indicates 

that all the employees do not develop the belief of powerlessness from the job setup 

and the condition of the organization. Therefore restricting the focus on the state of 

individual motivation not only relates and states the individual needs as different but 

also provides the way for better analysis path. This enables develop conditions for the 

organization to provoke among the employees feeling of enjoying reduced power and 

esteem-estrangement. Empowerments, in the form of an enhancement of motivation, 
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strengthen a fuller understanding of the reasons why participative style of management 

works.  

The study specifically deals with the employees of Pakistan Air Force (PAF) & Pakistan 

State Oil (PSO). Both these organizations keep employees involved in decision making, 

target-setting and problem-solving. In addition, they try to bring the changes pertaining 

to different areas of their work. This participative policycommunicates to the 

employees the message that organization honors the aspect  that workers have the 

required job knowledge and level of proficiency to achieve the organization objectives.  

The debate in early age for the concept of empowerment as a motivational force 

emphasizes on the fact that management cannot be a gauge as a simple technique. It is 

compulsory and should be the true face of the philosophy of management for the 

acknowledgment of human resource management, for all levels of an organization. This 

philosophy shows in multifarious ways the support for the growth and sustainability of 

an organization.  Performance of employees is strongly linked with the employee 

behavior. This behavior can be distinguished by two types of factors  -internal or 

motivational factor and external or situational factors. The external factors fit into the 

environment in which the organism is active. An ‘internal factor or condition refers to 

initiate and to sustain activity (Luthans, 1973).With the exception of reflex actions, all 

behaviors are referred as motivated ones. Behaviors head toward the accomplishment 

of some goal or reward that will become a source of satisfaction for a particular need. 

Such type of behaviorsis resolute by needs or motivational factors, capabilities, other 

personal factors like familiarity and past practice, etc regarding the subject, moreover 

by situation or field (external) factors.  There are no of motivating forces which are not 

understood and identified by the individuals or other or they may not conclude 

correctly. Such types of motivating forces are called unconscious, because it is hard to 

understand the particular reason of our actions, or inferior still. We attribute our 

behaviors altogether for a different cause, generally for something that is widely 

accepted from social point of view. A person builds up special handling techniques to be 

called resistance or defensive mechanism for vague, disguise, abjuration or distorting 

for his basic motives to craft them more satisfactory and acceptable to his own 

conscience or society. Several motivational forces are contained in the fundamental and 
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main beliefs of behavior. Apart from the situation of crises or in some contingencies 

which show our behavior, it is notable that the behavior of a man cannot be completely 

determined by a uni-motive. Moreover, one or two motivational forces in any situation 

may be playing the role of supporter while the other forces may be secondary in terms 

of importance. Therefore, the theory of human motivation needs to take this factor into 

concern as human behavior is motivated gets motivated not only with single force but 

with multiple needs.   Motivation is the source that determines the level or readiness as 

a tool for a subject assignment. Motivation does not change the working capacity of an 

individual, rather, it only finds out the effort determination level of each individual 

whether lifted up or down depending on the situation. If a person is delivering his best 

to his line of duty, such worker is highly motivated irrespective of whether his best 

leads to above average, average or below average production. This research attempts to 

wrap up the topic in short but a useful and supporting manner. In the current era of 

science and technology, significance of motivation is too hard to rule out. Each and 

every institution has the aim to attain its goal in an effective manner. It is assumed that 

this phenomena and study or motivation originated from the very beginning of human 

life, and once human beings opened their eyes on this planet, they needed guidance. 

The divine books like Holy Quran, revealed to Holy Prophet (PBUH) and numerous 

other books revealed on the messengers of Allah are the example of the source for 

human motivation meaning that man is primarily motivated by the Almighty Allah 

through His Holy teachings and His Prophets. However, the formal study of motivation 

traces back to the writings of the ancient Greek philosophers. “More than 2000 years 

ago the philosophers presented hedonism as an explanation of men’s motivation”  

(Luthan 1973, p.379). One of the two organizations selected for this research study, 

that is, Pakistan state Oil (PSO), is one of the largest oil and energy sector organization 

of Pakistan and recently engaged in numerous activities like supply chain of the various 

petroleum products including the lubricants, diesel, furnace oil, kerosene oil, ket 

engines oil, LPG, and compressed nitrogen gas. It is one of the leading energy sector 

organizations of Pakistan in the retails and corporate sector.  Pakistan State Oil (PSO) is 

the largest Pakistani Company in the energy sector of Pakistan which operates all over 

Pakistan in the retail sector and bulk customers. The PSO also serves more than 2000 
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industrial sectors units, power plants and number of airlines are provided fuel by PSO. 

Pakistan Air Force is also on the responsibility of Pakistan State Oil (PSO-2016).  

Pakistan is one of those countries which are still in the development phase in terms of 

the systems like socio-economic set-up, illiteracy, training and development which are 

yet to be established. These deficiencies in the systems are the few fundamental 

reasons to hamper the efforts made for an increase in efficiency and productivity of an 

institute, particularly in the public sector. Although the government and its officials are 

putting their efforts for the betterment and welfare of the personnel, however, they 

have to work within the prescribed government policies which are not completely 

relient on merit.  One of the examples of such limitations is that government has the 

policy or plan to adjust the people of the remote and less-developed areas from where 

the people are less literate. Accordingly, they have to follow the quota system to adjust 

them irrespective of merit. Since they have to be accommodating in the employments 

and services, they learn and adopt the new changes in the form of culture. Moreover, 

the government organizations are usually confronted with financial issues that are why 

they face challenges in assigning adequate importance to the enhancement of education 

and professional training up to the required standard. Due to lack of attractive and 

effective policies, the public sector is always lacking behind in pay and rewards as 

compared to the private sector. The public sector has yet to establish well refined and 

calibrated systems for their employees which to compensate, or otherwise, the 

employees on their performance basis.  

 

1.2 Problem Statement 

The purpose of the research study in hand was to analyze how people can be motivated 

at workplace in their respective organization to become a source of enhancement of 

morality and productivity in the public sector organizations of Pakistan. This research 

is designed in a format that explains and defines the level of job satisfaction of 

employees in the public sector organizations. The outcome of the research study is 

likely to point out the grey areas that cause hindrance in the motivation of employees 

towards raising their morality and productivity levels. The overall result will be a 

positive change in the state of affairs in this regard which will ultimately raise the 
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performance level as well as create and improve the level of employee satisfaction in 

these organizations. 

 

1.3 OBJECTIVES 

The current study would also put forth some of the strategies and guidelines that could 

help the employees working in the public sector organizations and hence raise the level 

of individual motivation at their respective workplaces. It was also required to 

determine the basic requirements to motivate employees and acquire organizational 

development. The focus of the study was to achieve the employee’s motivation for the 

enhancement of organizational productivity and individual and group morality. This 

topic would attempt to identify the major problems faced by the employees in public 

sector organization as these problems bear significant association to employee’s 

motivation. The research work with its findings and analysis is likely to bring forth 

some pragmatic suggestions towards resolving the issues mentioned above, 

particularly the issues concerning the two organizations, that is, the Pakistan Air Force 

and the Pakistan State Oil. Both these organizations have a large number of employees 

on their lists and hence this research will be of material assistance with regard to 

human resource motivation. 

 

1.4 SPECIFIC PURPOSE 
 

Listed below are the specific purposes of this research study: 

 To analysis motivational implementations in PSO and PAF. 

 To determine the level of motivation and organizational strategies in PSO 

and PAF by viewing the response obtained from the employee of the 

selected organizations. 

 To analyze the social and economic factors influencing employee 

motivation, and their condition pertaining to the organizational 

workforce towards the organizational developments in Pakistan State Oil 

and Pakistan Air Force. 
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 To determine the motivational principles and its impact on organization 

productivity and individual morality with regard to the two 

organizations. 

 

1.5 SIGNIFICANCE OF THE STUDIES  

The significance of the study cannot be overruled because the finding from the study 

will help to intimate the management and policy makers to formulate the policies and 

guidelines for the employees. It will also help the management to define various 

incentive packages on the bases of finding which will motivate the employees for 

better performance and enhanced organizational productivity. The finding from this 

study would also help to eliminate the problem of frustration and stress amongst the 

employees and will help to highlight the concept of group dynamics and employees 

working behavior. Further this study will help the policy makers to review and over -

haul their course of action to administration in terms of better motivated staff and thus 

producing enhance morality and productivity   with full utilization of available 

potential human resource. The current study was conducted to make some 

contribution in organizational developments and growth of the human resource of the 

organizations under research study. This is an attempt to understand the motivational 

process and its applicability towards the organizational development. Questionnaires 

were formulated and designed to obtain the issues faced by the individuals in terms of 

organization growth; enhancement of morality of the individual and organizational 

productivity. The study was undertaken considerating that there was much need of 

research work on the topic of employee motivation linked with morality and 

productivity in the sample organizations. 
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CHAPTER 2 
 

  LITERATURE REVIEW 
 

2.1 HISTORICAL BACKGROUND  
 

Organizations throughout the world, whether private or public sector, are engaged in 

dealing with human resource management where humans are to be considered as 

human capital, and organizations are supposed to take maximum benefit from this 

capital in the form of organizational performance. This performance can sustain only 

when employees are kept consistently motivated to perform well. The study of 

motivation can be traced back to the writings of the ancient Greek philosophers who 

made a lot of contribution in this field.  Presented hedonism is one of the explanations 

of men’s motivation. Hedonism says that men seeks out of comfort and pleasure and 

avoid discomfort and pain. Smith, Jeremy, Bentham and John Stuart Mill relate that 

“Motivation in terms of men trying to maximize pleasure and minimize pain”(Luthans, 

1973, p379). Psychologists in the 1800s and in the early 1900s assumed that man is 

consciously and rationally striving for hedonistic pleasure and avoidance of pain. 

William James, who is often called the father of American psychology, was one of the 

first to question this assumption. In his classic “Principles of Psychology”, he 

emphasized that the recognition to two additionally important historically pioneer 

concepts in the study of motivation. William McDougall, in his social psychology book of 

1980 has defined an “instinct as a innate disposition which determine the organism the 

organism to perceive or to pay attention to any object and to act or have an impulse to 

action which finds expression in a specific mode of behavior” (Luthan,1973, p 389).  In 

the era of 1920, the instinctual view of human motivation came under heavy attack. The 

other School of thought also questioned some of the extreme instinctual views. The 

severe critic has carried over so that today the term instinct is seldom has carried over 

so that today the term instinct is seldom used in academic discussions of human 

motivation. Although modern psychologists recognize that some human motive some 

to be unlearned, they are not too willing to agree with accept the extreme instinctual 
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views of James and McDougall. This has given rise to various discussions that lead to 

the advancement of knowledge. 

 
2.2 EMPLOYEE MOTIVATION AND PERFORMANCE 
 

It is very important to study and understand the relationship between motivation and 

employee performance. The relationship between motivation and performance plays a 

significant role in organizational performance and the work environment. Studies and 

surveys show that higher motivation always lead to better performance. This 

performance, however, entails several important qualifications. If sheer response 

output is the measure of performance, it probably varies directly up to some 

psychological limit with an increase in the strength of motivation. If efficiency in 

learning is the measure of performance it increases up to some moderate level of 

motivation goes still higher. 
 

Another area of genuine interest to psychologists has been the effects of motivation on 

perception memory and belief. Is the wish father to the thought? Does a person 

remember only what he wants to remember? Or are his values perhaps a mere 

reflection of his unconscious motivates? Psychological research has not yielded 

definitive answers to all question but two points are well established. Fist, “a motive 

sensitizes that person in cognitive areas related the motive”(Benton, 1768, p922). If a 

person has high need for achievement he tends to recognize achievement-related 

words quickly when they are briefly flashed on a screen; if he has high need for 

affiliation he is likely to recognize pictures of objects, if he is poor he is more likely to 

see or remember coins as being large in size than he does, if he is rich, if he is hungry he 

is to judge food stimuli as large than others stimuli. Second, “the sensitization effect is 

maximal when stimulus conditions are ambiguous or when reality factors determine 

memory, perception or belief are minimal”(Benton, 1768, p922).  Ordinarily, a person 

sees what is “out there”, and remembers. This raises a question what really happened 

to him, regardless of his wishes in the matter. It is only when his information is poor 

that motivation begins to take over and determine what he sees, remembers and 

beliefs. 
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In this, the psychologist is the extent to which motives influences the choices a person 

makes as to how he will spend his time. Again, research points to a very simple 

generalization “a motive will lead a person to engage in those activities in which he is 

likely to satisfy that motives” (Benton, 1768, p922). 
 

 

2.3 CONFLICT OF MOTIVATION    
 

Psychologists also have been interested in the effects that are relatively easy to solve in 

one between two approaches motives, two desires to do something pleasant at the 

same moment (as the donkey caught between two piles of hay); usually, the person 

vacillates a while and then chooses one or the other. “A person may want independence 

from the domination of his mother and yet fear that very independence, hi is thus, 

caught with no easy solution possible” (Benton, 1768, p922). Experimental 

psychologists, notably Neal Miller, have attempted to determine what a person will do 

under such circumstances as the strength of the approach and avoidance tendencies 

are systematically varied. For example, Miller was able to deduce the commonly 

observed fact that the psychotherapy may increase a person’s anxiety before he 

improves. The reason lies in the reduction by therapy of the person’s fear of his 

neurotic’s difficulty. Before therapy, a week avoidance tendency would him from 

approaching it. After some therapy, he approaches it more closely until it elicits a much 

stronger avoidance or anxiety reaction than formerly. 

 

2.4  THE CASE STUDY PAKISTAN STATE OIL (PSO) 

The brief history of Pakistan State Oil is stated as follow:- 

 

Brief History 
 

PSO can be traced back to 1974 by the order of the government of the Pakistan under 

the nationalization policy by merging the Pakistan National Oil (PNO) and Dawood 

Petroleum Limited (DPL) as Premier Oil Company Limited (POCL). In 1974 Petroleum 
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Storage Development Corporation (PSDC) came into existence. Later, on 30 December 

1976, it was renamed as Pakistan State Oil (PSO). PSO is a multimillion global 

competitive state-owned mega-corporation and the leading oil company in Pakistan. Its 

head quarter is located in Karachi and has several state divisions in different cities of 

Pakistan. It covers 82 % of country’s national energy sources. It shares 73% black oil 

market and 59 % of the white oil market in the country (Wikipedia, 2012). It works in 

different areas of exploration and production, petrochemical, distributions and 

marketing, refining, power generation and trading. It also involves in the import of oil 

product including mugs, HSD, Fuel oil, jet fuel, kerosene, LPG, and CNG. It is the largest 

company in the country with well-expended business presence in abroad (Wikipedia, 

2012). PSO has competition with Shell, Caltex and Total etc. but due to its effective 

leadership and organizational structure, it has retained the first position in the energy 

sector in Pakistan. PSO’s distribution network comprises nearly 4,000 outlets out of 

which about 95 percent outlets serve the retail sector while the remaining extend 

services to bulk customers. The PSO facilitates a large number of industrial units, 

business houses, power plants, and airlines. The infrastructure of the company is 

stretched from Karachi to as far as Gilgit with several depots and installations for 

storage of oil and petroleum products. With a capacity of about one million metric tons, 

the PSO has 74% of the total storage capacity of all the oil companies operating in the 

country (Wikipedia, 2012). Over the years, effective implementation of corporate 

reform and best industrial practices accompanied by development strategies, the PSO 

enjoys the position of a highly competitive business company. It is very encouraging to 

note that the company values its human resources as the most important capital. 

During the last few years, it has launched incentive schemes in the form of awards for 

the employees who put up exceptional performance. It has formulated strategies aimed 

at increasing employee motivation, emphasizing on high ethics, attitude, and behavior. 

Employee motivation surveys are carried out at suitable intervals to maintain and 

improve organizational as well as individual standards. Towards its contribution in 

corporate social responsibility, the PSO makes sincere efforts in the fields of education, 

healthcare and community building. This is a part of PSO’s policy on corporate social 

responsibility. 
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 Vision  

“To excel in delivering values to customer as an innovative and dynamic 

energy company that gets to the future first”. (PSO, 2012) 

 

 Mission  
 

In the competitive market of Pakistan, PSO is committed to providing the 

highest quality of its product to its customers based on following:- 
 

 Highly qualified professionally trained motivated 

workforce working as a team member in an environment, 

which acknowledged and reward best performance, 

innovational and creativity, and provide for personal 

growth and development of the personnel. 
 

 Lowest cost operation and assured access to long term and 

cost effective supply sources. 
 
 

 To maintain growth and development in their true spirit. 
 

 To provide conducive working environment for its workers 

which provide socially responsible business practices 

(Wikipedia, 2012). 

 Core Values Of PSO 

The PSO believes in the following values: 

 Excellence 

 Cohesiveness 

 Respect 

 Integrity 

 Innovation and Creativity 

 Corporate Responsibility (PSO, 2012) 
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With the advancement of modern management systems and organizational techniques, 

the PSO realizing the value of human resource development included it in its reform 

priorities for sustained progress and performance of the company. The PSO 

management has been quite watchful about the developments all around the world in 

the oil and petroleum business, and has established a competitive corporate 

environment with the help of sound leadership. This has enabled PSO emerge as a 

leader in the energy sector. The company facilitates the automotive sector and aviation 

besides supplies to the railways, armed forces and the agriculture sector. All these 

organizations significantly rely on PSO for their operations and performance. PSO 

markets and distributes several petroleum products including gasoline, high speed 

diesel, furnace oil, jet fuel, kerosene, lubricants, petrochemicals, LPG and CNG etc. The 

economy of the country to much extent depends on the supplies by PSO which is also a 

large industrial consumer. 

The PSO makes supplies of fuel to the armed forces of Pakistan and their important 

establishments and institutions like the National Logistics Cell, Pakistan Ordnance 

Factory (POF) Wah and other stations. In this way, the PSO plays a key role in the 

defense sector of the country and the nation. The other key organizations to benefit 

from its supplies and products are the Pakistan Water and Power Development 

Authority (WAPDA), Karachi Electric (former Karachi Electric Supply Corporation – 

KESC).  

The industrial sector is one of the major beneficiaries of PSO supplies. These industrial 

units include the areas of textile, cement, agriculture and transport etc. Refueling of 

airlines both at national and international levels is one of the significant features of the 

PSO services and sales. All large and small airports in Pakistan are supplied with fuel 

by the PSO. Ships and boats of the Pakistan Navy, the Maritime Security Agency, the 

Karachi Port Trust, Pakistan National Shipping Corporation and others avail fuel 

supply including the furnace oil largely needed by ships. 

HR Planning  
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A management or leader is successful when it designs out an effective and practicable 

human resource planning. Needs assessment is one of the initial stages included in the 

planning process. A proper assessment of HR needs will enable an organization know 

about its needs relating to human resource employment. The responsibility of hiring in 

PSO is assigned to SAP Department. The HR planning helps also to predict the future 

vacancies likely to be created in the organization due to retirement, termination, 

resignation or creation of new positions. 

Recruitment & Selection 

 

By virtue of its sound reputation, the PSO receives a large number of applications 

whenever it advertises job vacancies. Newspaper media is used for this purpose. As a 

matter of policy the PSO prefers to induct the internal candidates for the positions 

announced in the advertisements. Internal hiring is beneficial as employees already 

know the culture of the company, the recruitment and selection costs are also reduced 

while there is saving also when it comes to employee orientation and training 

programs (which are required in the case of external candidate). Referrals are also 

helpful for the purpose of recruitment and selection. However, external recruitments 

also take place when head of the department is convinced that internal candidate may 

be unable to meet the requirements of a certain position or job. 

Human Resource Department 

The Human Resource (HR) Department in PSO was founded immediately on its 

inception. Initially, there were four "Personnel Departments" of Premier Oil Company 

Limited, Pakistan National Oil and Dawood Petroleum Limited and State Oil Company 

Limited. These departments were merged together later on. This merger posed some 

problems in the company because many employees who served in these departments 

had to be relocated or given early retirements. In the year 2000, the "Personnel 

Department" was converted to "Human Resource Department". As ‘Personnel 

Department’ its function was limited to employees working, keeping their personal 

records, their attendance and regularity, their salaries and benefits, their backgrounds 

and details about experience. This was all as customary in traditional organizations of 
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the past. With the passage of time and the changing conditions in the business 

organizations around the globe, the PSO management realized the need of a HR 

department in order to retain an updated set of information about the employees and 

maintain their performance monitoring and evaluation. This approach was timely and 

right. Now the HR department deals with several activities including job analysis, job 

specification, job design, recruitment and selection of employees, HR planning, 

succession planning, orientation programs for the newly appointed employees, 

compensation and rewards, training and development and other associated affairs of 

the human resource. The outcome of the bringing in HR departments in the 

organization has been witnessed in the form of recruitment and availability of quality 

professionals and workforce as well as improved levels of productivity and efficiency. 

Besides, employees get increased opportunities of learning and growth through 

professional training programs like seminars and workshops. Health, safety and 

environment are other areas that the PSO has worked for during the past several years. 

All these measures develop an understanding that the PSO considers its employees as 

its assets that are added with value using different modes of growth and development. 

Observing latest trends of human resource management, the data about employees are 

maintained effectively and kept updated on regular basis. The PSO strictly monitors 

updating its HR information system on daily basis. The updated information proves 

helpful in various processes including hiring, transfers, loan sanctions, enhancement of 

allowances for the employees. The information system keeps updated records of 

salary, leave, promotions and performance of the employees besides keeping 

information about their strengths, weaknesses, interests and skills etc. For the purpose 

of authenticity and reliability of the data and information relating to the employees, 

only important officers are authorized to keep access to the human resource 

information system of the PSO. Their powers concern HR recruitment, time 

management, transfers and leave policies. Access to HR information system to limited 

hands ensures safe control on the employees’ records. Mandatory use of computers 

was a source of change in the HR department in terms of new information of job 

designing. Job designing is a sensitive process included in the management of human 
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resource. Job designing, job specification and then job description are the means that 

support job satisfaction and the resultant motivation among employees. As an effective 

measure to ensure quality performance of the employees, a proper job designing is 

carried out to identify the job, its rationale, documentation and developing a profile of 

each job. Job vacancies help identify the number of jobs in various fields, professions 

and units. Necessary information is collected through the human resource information 

system using surveys and interviews of the people at jobs. In this process, discussions 

are also held with supervisors and experts for effective outcomes in understanding, 

estimating and balancing various compensation packages. Rationalization enables 

placing people at suitable positions and carrying out comparisons as per their locations 

and work environments. At this point it is pertinent to mention that while collecting 

information from employees, it is preferable to apprise them of the purpose of such 

data and information collection. This may motivate them to cooperate with the data 

collecting person or team, and hence a support in the information collection. 

Employees feel valued and rightly assume that their opinion may be considered, and 

that their contribution in the information collection may have some impact on the 

decision-making of the organization. For example, seminars on health services have 

proved beneficial when a survey revealed that most of the employees were satisfied 

and benefitted from the health service seminars. On these occasions, they have the 

opportunity to offer their opinion and suggestions for any improvement and change in 

the prevalent health services offered to them by the company. Employees are 

encouraged to share their suggestions using suggestions boxes and emails. Supervisors 

have instructions to keep in constant touch with their subordinates to see that 

employees perform under satisfactory conditions. 

Performance Standards - A Mechanistic Approach 
 

To develop work standards and to maintain these standards, performances are to be 

regularly and constantly measured using proper methods and tools. Comparison 

methods as well as 360 degree methods are used to assess the performance level of the 

employees and the supervisors. This helps bring forth any issues being faced in the 

function of departments and units. The mechanistic approach observes the workers 
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doing same activities repeatedly. This helps develop simplification in the functions so 

that output is acquired using less time and effort while the work is done with increased 

efficiency. The repetitive nature of work however bears the tendency to cause 

boredom among the human resource and also cause fatigue. It therefore relies largely 

on the supervisors and managers how to reduce the feeling of boredom and fatigue. 

Switching of duties, wherever possible, can be supportive in this regard which refers 

job rotation technique to be applied in the work.  Job rotation is beneficial also in the 

sense that an employee has the opportunity to learn a set of skills during the 

performance of his/duties at work. 

Employee compensation  

The PSO makes sure that salary packages of the employees are commensurate with 

their academic qualification, skills, knowledge and professional experience. Salaries 

are paid regularly and directly into the accounts maintained in their banks. On 

completion of service or retirement, an employee receives his/her dues within a 

fortnight. Annual increments in the salaries are traditional in the company. An 

employee who has completed two years of service in one grade is promoted to higher 

grade based on good performance. Distinguished performances earn the employees 

bonuses as well. On special occasions like EIDS, employees are granted bonuses, which 

helps them and their families celebrate the occasions with joy. The management may 

also grant bonuses on any other occasion as per the company policy and decision. The 

PSO maintains good standards of human resource management where all kinds of 

discrimination, biases, ethnicities etc. are strongly discouraged. This aspect develops a 

sense of fair and equal treatment in the eyes of the employees about their 

management. 

Moreover, there is no compromise on health and safety of the employees. Drinking 

water is properly filtered through reliable filtration equipment and necessary 

laboratory tests. The company ensures supply of fit for drinking water through ground 

supply, local water supply system as well as through tankers where needed. Be it an 

office building, a store house, a field or a place with machinery; safety and health 

measures are ensured. The company maintains an effective fire control system for the 
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safety of the employees and assets in offices and other facilities. Modern fire detecting 

devices are installed at sensitive points. This measure protects against fire hazards. 

The employees feel secure and are hence able to perform their work with a sense of 

mental relaxation. There is an appropriate medical policy for the employees and their 

families which are managed with the help of an insurance company. The medical 

benefits cover both outdoor patient treatment (OPD) and hospitalization. 

Promotions 

Promotions within organization are one of the sources of motivation for employees. 

The PSO encourages its employees to apply for higher positions by way of recruitment, 

selection, orientation and training programs. This manner of promotions and the 

affording of opportunities to earn higher positions in service develops a feeling of 

motivation and ownership of the organization. Employees are given to regard these 

opportunities as a measure of taking their care by their organization, and in return 

they are likely to maintain good standards of their performance as well as feeling 

satisfaction on their job. As a matter of policy the PSO prefers the internal employees 

for promotions instead of looking for outside candidates. This preference again helps 

motivation and the consequent retention of employees. As for the recruitment 

externally, the human resource department is engaged in the hiring process along with 

the head of the department concerned. 

As for recruitment from outside candidates, there is a policy which ensures that 

candidates are sought from outside the organization after ascertaining that 

appropriate substitutes of these external candidates are not available within the 

organization. The departmental heads and the HR department coordinate for the 

appointments and recruitments to safeguard the interest of the organization and the 

employees. The PSO keeps a consistent watch on the developments in the human 

resource management field so that its own human resource is adequately and 

definitely updated with the new management and work trends. Moreover, to maintain 

the level of performance and efficiency of the employees, the PSO affords training 

sessions for the employees so that they are able to learn their job and do it properly 

and efficaciously. These training sessions are beneficial for the employees in their 
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individual capacities as well in the form of their personal growth and development, 

realization of competency, confidence and sense of responsibility. The training 

methods include lectures, audio-visual aids, performing special tasks and so on. There 

are on-the-job and off-the-job trainings provided to the employees keeping in view the 

needs of the organization. 

Motivation 
 

Motivation places notable impact on retention of employees. This notion is true for PSO 

as well. And yet retention is considered one of the significant challenges an 

organization is confronted with. Ahmadi and Alireza (2007) are of the opinion that in a 

developing country like Pakistan, employee performance relies also on their retention. 

Ali and Shakil (2009) argue that comparing the tangible and intangible sources, the 

latter play more significant role in retaining employees through motivation in 

organizations. Although other compensations cannot be overlooked, yet the attitudes 

and treatment the employees get at workplace influences more to motivate them for 

efficient performance and retention in service.  

Hymowitz and Murray (1999) are convinced that motivation inspires employees to 

remain stuck with their organizations. Motivation although is not very common in 

Pakistani organizations, and this factor is largely influenced by the local culture, 

however, the organization like PSO takes care of its employees. Jorgensen (1996) 

earlier finds similar aspects about the relationship between compensation and 

employee retention.  Pakistan has its conventional culture where there is generally the 

family head is the earning member with the spouse and children (and in several cases 

the old parents) are dependent on this income. This causes challenges in bringing 

equilibrium between income and expenses. The masses regularly and frequently 

experience raise in everyday use items as well as inappropriate increase in the utilities 

charges. With this situation when an employee gets a small amount as salary, it can 

hardly afford even the basic needs like food, health and education. The PSO is known as 

an organization that offers quite a reasonable package as salary and associated benefits 

to its employees.  
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2.5 PAKISTAN AIR FORCE (PAF) 
 

The air force of any country plays a key governing role in the military organizations and 

in the political strategies in the modern world. Pakistan Air Force is rich in terms of 

having men of vision and foresight on its list, just like Quaid-e-Azam Muhammad Ali 

Jinnah, the founder of the nation, has set the goals for us to have a free homeland in the 

form of Pakistan. Pakistan Air Force has tested its strength in two major wars fought in 

1965 and 1971, and has earned great reputation as the air wing of the armed forces of 

Pakistan. The Pakistan Air Force can proudly claim with justifiable pride that it 

possesses the capability to face any challenge that may come in its way any time at 

present or in future. It is very important to understand that in this era of science and 

technology, the latest innovations and advancements in strategic arms may set hard 

challenges for us in future. Realizing this fact, Pakistan Air Force attempts to stay 

updated with the latest developments in the relevant areas, and for this reason the PAF 

is very capable of handling any situation and any aggression against the state and the 

people of Pakistan. The state and the government, and all its institutions, especially the 

armed forces wish Pakistan to live in peace. However, there is need for a constant 

vigilance and struggle to defend the aerial territories of Pakistan. Pakistan Air Force in 

order to effectively perform its primary role of arealdefense of Pakistan, always focuses 

on its personnel. The PAF provides all opportunities to its airmen for better grooming, 

training and development. The servicemen of PAF are provided with latest training and 

development and other facilities to motivate their human being. Keeping in view this all 

facilities provided to its airmen, they are motivated, well prepared for the better 

productivity of the organization, and ultimately serving dedicatedly for the country. 

Selection of this organization has a great significance as the employee’s contribution 

plays a vital role in organizational development. 

 

 Brief History 
 

A country without a strong air force is at the mercy of any aggressor. Pakistan 

developed its Air force in a very short and quick span of time. Pakistan Air force 

nevertheless is the one of the best Air Forces in the world having “second to none” air 
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defense capabilities and expertise. The Father of the Nation, Quaid-e-Azam Muhammad 

Ali Jinnah stressed upon the strength of Air Force. He kept guiding toward the 

principles for those who made tremendous struggle for the creation of Pakistan 

through the years. Today’s PAF is the living tribute to the vision of those pioneers who 

made humble but determined start to build one of the best air force in the world. Deeds 

of valor of those gallant officers and men are resolute and courageous efforts have 

turned the PAF into a great force what it is today.  History is always recorded ex-post 

facto.  It is the record of significant events in the past, institutions, traditions and 

individual actions that shape events and developments in the life of nation 

communities/ organization. An efficient and effective Air Force cannot be built 

overnight. However, it is a very difficult task because of Political technological and, 

above all economics limits. Since the inception of Pakistan Air Force has to work hard 

for its long-term development and turning itself into a modern and well equipped Air 

Force. Moreover, it is pertinent to mention that the Air Forces and other defense-

related agencies are based on the function of motivation. Motivations of its employees 

play a vital role in its smooth conduct of operations. During the war and crises, only 

motivation is a key element which helps the individual to win the wars. Pakistan Air 

Force always be more focus on its human resource capital because it's famous saying 

“it’s the man behind the guns”, therefore in order to run smooth operations of the Air 

Force motivation of the people became a pivotal asset. PAF has its HR Department to 

look after its employees, incentive schemes in terms of the award on equal 

opportunities. PAF also encourage those who put up the extraordinary and exemplary 

performance. PAF has formulated no of strategies while aimed at enhancing the 

personal motivation level, more focus on the core values and ethics toward the service. 

Employee motivation surveys are carried out at suitable intervals to maintain and 

improve organizational as well as individual standards.  
 

 MISSION STATEMENT OF PAF 
 

The mission statement of Pakistan Air Force is “to provide, in synergy with other 

services, the most efficient, assured and cost effective aerial Defense of Pakistan”. 

It is a very clear statement that this is the responsibility of Pakistan Air Force that 
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they maintain very good relationship in terms of harmony and synergy with all 

services. There is a very strong linkage amongst the inter-services organization 

and the most important point is that PAF provides an efficient aerial defense to the 

country. The command system of the PAF ensures that its functions go in line with 

its mission statement. 

 

 VISION statement  

 “To be among the most respected Air Force of the world”. 

The aim is set very high, PAF is putting their self with the compression of the world top 

Air Forces. Not only comparing but also setting the goal of the most respected Air 

Forces. Respect cannot earn without sacrifices and efforts, the officers and Airmen of 

Pakistan Air Forces have set many examples of heroism in the battles of 1965 and 1971 

respectively. 
 

 CORE VALUES    
         

As the most respect, Air Force of the world is the desired of the Pakistan Air Force. For 

the accomplishment of said objective, they have to and they need to maintain and set a 

high standard of their performance. The achievements of the desired objective are no 

possible with having certain core values. The core values of Pakistan Air Force are as 

follow:- 
 

 Integrity 

 Duty 

 Excellence 

 
2.6 PRODUCTIVITY AND MORALITY 
 

Management science is a complex area in the execution of organizations. Despite 

various theories and practices introduced in management sciences, it remains a fact 

that motivating the employees is a major issue for the management like always before. 

Those employees who are not motivated usually spend less time and efforts in their 

work area than they are expected of. They avoid their work centers as much as possible 
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for them. Their reduced interest in their area of their job affects the productivity of that 

work center which ultimately causes a decline in organizational productivity. However, 

those employees who are motivated and they are giving proper time to their job and 

organization, are more creative and produce quality work which creates opportunity to 

further enhance the organizational productivity. They are willing to perform standard 

work for which it is important to explain that once people are motivated they take the 

assigned task as an activity instead of taking it as a fatigue. Once such assignment is 

taken as an activity, the individual takes keen interest in it thereby helping develop and 

maintain good standard in work. It stands proved in several researches that motivated 

employees contribute a lot towards the organizational productivity. Where 

productivity level is not up to the mark, it is important to analyze the entire 

performance levels of the task and causes to impact the productivity. There is a lot to 

answer this problem; however, it is pertinent to mention that every individual has a 

different absorbing capacity and becoming motivated. Every employer has a different 

style and methodologies to motivate his employees. It is necessary that employer 

possessed the knowledge of the employees under his command and the behaviour and 

performance of the workforce. The employer is also presumed to know the methods 

and ways to motivate his employees. Once employers have the best knowledge of theirs 

employees they would be able to use different strategies to motivate their employees 

on the basis of the organizational needs and desires. Webster describes motivation as 

“motivation is an inner force driven by tactics. Motivation varies from person to 

person”. This may also refer that motivation is a willingness achieved for a work at the 

definite level of efforts.  Most of the time people who are on the managerial posts seem 

more interested in studies of motivation. The main reason for their interest is that they 

have to give a fair idea and insight into why employees carried out work as they do and 

as the result, it provides the managers with techniques for improvement of worker and 

their productivity. It is obvious that employees always need motivation for better 

performance in their working area to give the maximum output to the organization. 

There are many types of motivation which help employees for better output like some 

people got motivate by money some are motivated by rewards. Whatever the level of 

motivations within the work enters but it has a direct impact on the productivity of 
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employees. Those who are highly motivated they take much interest in their area of 

interest. Moreover, they are much excited about their job and they carried their 

responsibility to the highest standard which ultimately leads towards the enhancement 

of productivity. 

This research is being conducted on motivation and its impact on productivity and it 

reveal what the basic motives for employees to perform at their best level to enhance 

the productivity are. Employees are trying to apply different methods of incentive 

programs in order to motivate their employees. It is one of the traditional mechanisms 

of management along with planning, organizing, and controlling while another is 

‘motivating’. Should motivation be considered as a set of the process then it generates a 

reason in human being in that process. In order to fill that reason or vacuum few 

internal driving force are generated and out of that one is motivation. Motivation helps 

to sustain the process and filled the vacuum created due to the reason generated. With 

this above statement I quote the definition of Nnabuife (2009), motivation is the 

driving force internally and externally which produces the willpower to perform a job 

to a productive end. This definition describes that motivation is the power which is 

created internally and hence it is the driving force which comes from within an 

individual. If it is taken from some external source, it is related to the organization to 

satisfy their needs. If these needs are identified and properly satisfied, they will not 

become a hindrance in the smooth running of the organization. One of the most crucial 

problems faced by managers in present-time organizations is the challenge to motivate 

the people and turn them committed to produce the best towards the achievement of 

organization goals. Most of the time people do what they do but it is the prime concern 

whether the motive behind their performance is for the organization or for their own 

selves. In this scenario, it is the basic responsibility of the managers to motivate the 

people to work they do but with primary focus on the organizational goals. Moreover, it 

is also the responsibility of the manager to develop such working environment and also 

sustain that in which workforce performs efficiently to understand the organizational 

objectives. There are differences between employees not only in their working abilities 

but also in their willingness for performance of their assigned responsibilities.  
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It is the most desirable attribute on the part of employees towards the organization to 

act sensibly, follow the rules and regulations laid down by the organization to maintain 

the discipline and decorum of the working environment. There are certain ethics and 

moral values in a workplace where it is the responsibility of every employee to observe 

and respect these values.  If employees just went to the office and get the salary at the 

end of the month, this financial aspect is the most motivating factor for the employees. 

Financial gain is the key element for motivation; however, there are some other moral 

values which have equal significance. This sense of development comes once individual 

supposes himself become answerable to himself for self-accountability. Once the 

individual is not sure about his participation in organizational development then it is 

not moral right to accept the salary at the end of the month. It is the most important 

factor to be most honest with our organization. Working ethics speaks about the 

characteristics of the individual character and the background of the individual. 

Fighting over pity issues should not be the cause of motivation for individuals. There 

are many things which could be a reason of motivation for employees. Let’s define the 

terminologies used to define for these all things. The moral is the overall general 

perspective of the individual emotion that could affect the organizational motives. The 

individuals will be more motivated if they are positive and bear a strong emotional 

state. Behind all these reasons, the inspiring forces which play a vital role are 

collectively called motivation. Those people, who are more motivated, are seen working 

with increased interest with the outcome that they are able to exhibit more ethics and 

higher moral values in their relevant work environments.  
 

2.7.1 Values 
 

Values are the characteristics which distinguish between right and wrong. They 

tell us about the important and the less important, useful and useless. 
 

2.7.2 Moral Values 
 

Moral values basically set the scales to differentiate between good and bad, right 

and wrong. The observance of good deeds is related as moral values.  
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2.7.3 Ethics 
 

Ethics can be defined as follow up, in true letter and spirit, of the defined rules 

and regulations. Ethics are intrinsic and therefore based on internal factors. 

Those people who are more ethical are more professional.  In our daily routine 

once we have set our standards for good and bad, we are supposed to confront 

several challenges whether in organizations or in society.  If any employee does 

not behave in the way as per the organizational requirement then (s)hecomes 

across the issues of moral values.  Many scholars who commented about the 

morality and motivation, they find that the basic observable fact required in a 

sound understanding between people is the moral motivation. 

 

 

2.8 MOTIVATION AND PRODUCTIVITY 
 

Employees are the most precious asset for any organization. For enhancement of 

morality with motivation, it is essential to understand the basic pre-requisites of the 

employees. There are many other factors which may lead to enhancement of 

productivity at workplace, however, the most important factor is the motivation which 

plays a vital role for employees commitment at all levels of jobs. Motivation always 

leads toward higher productivity by workers ultimately resulting to enhance the 

organizational productivity. It is also necessary for workers motivation in the 

organization to enhance their productivity level in view of the increasingly tough 

competition in the business and non-business market. Productivity refers to the ratio of 

power to produce, however, productivity with respective of management point of view 

is that it is the rate of production and the requirement for production. Sometimesthe 

productivity is average, which articulates the total output of some type of material 

divided by the total input of said raw material or labor. It can also be stated that 

productivity of labor, land, and capital are the subtypes of these factors of motivation. 

In short, productivity is the art of production or transforming the things into 

commodities of great worth to organizational wealth in the world. Productivity may be 

regarded as the measurement ofindex of efficiency, growth and economic standard etc.  
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On another side, motivation is the basic element to explain productivity in a meaningful 

way. It would be reasonable to suggest that motivation is the main element responsible 

for all variations in quality and individual behavior for assurance of quality and 

production. From organizational point of view, motivation is the tool which a manager 

can use for individual influence and giving direction to the employees to behave in a 

certain way to achieve the organizational productivity. It is the quantity of energy spent 

on people to get the desired result as per targeted goals.   It is firmly believed that once 

an individual is motivated, it goes a long way in helping organizational productivity and 

efficiency in an effective way. It is also necessary to ascertain new ways in which 

worker moral values could be improved which would ultimately result in enhancing the 

organizational productivity. If the organization flourishes, the employees of the 

organization will also develop and become prosperous in a society, and this would 

ultimately lead to development of the society. So this is a chain of productivity from 

individual to organization leading to a prosperous society. This studywas developed to 

ascertain the link between the extent to which no of motivational strategies helps out 

the worker to enhance the productivity by improving their commitment and loyalty to 

the job.  Against this background, it is necessary to look for a way through which the 

morale of workers can be improved which will be the reason of further enhance the job 

commitment with an improvement on the living standard of people, and increase in 

wealth of individuals and development of the society. This study is therefore designed 

to find out the link between the extents to which various motivation strategies 

encourage the workers to improve their job commitment and increase their productive 

capacity. 
 

 

2.9 SIGNIFICANCE OF MOTIVATION IN RELATION TO PRODUCTIVITY IN THE 

CONTEXT OF PAKISTAN AIR FORCE AND PAKISTAN STATE OIL 
 

The purpose of this chapter revolves around the importance of motivation and the 

manner in which the employees in PAF and PSO are motivated and managed at their 

respective workplaces. If employees of both these organizations are well-managed, 

their motivation may be high. In case these employees lag behind in terms of efficient 
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performance of their assigned responsibilities, it will be quite a challenge for them to 

achieve even their general organizational goals. The research has been conducted to 

analyze the ways as to how to motivate people and as to what are the effects of 

motivation on productivity in both these organizations in the public sector. During the 

study, it revealed that in either of the two organizations, it was the motivation factor 

which helped the employees put their best efforts with great effectiveness for the 

better result and productivity of the organization. It is also noticeable that promotion of 

junior staff in PAF plays a vital role as far as motivation and productivity concerns. 

However, the promotion ratio of junior staff is less as compared to that of senior staff, 

and that is the reason why they prefer to get monetary incentives instead on non-

financial incentives in PSO. Researcher emphasized on the improvement of the 

workforce and its performance. Moreover, it is also noted for the employees and assists 

the managers and companies to established good image. If the employees of a company 

are not motivated, then the company may lose a huge amount of money, loss of 

customer and sometimes company may be going out of the market. While motivated 

employees became a great resource of the outcome, greater potential for income, and 

keep the customer loyal so there is a lot to gain in the marketplace. This research and 

this chapter will help the leaders, managers and other associated societies to spot out 

the basic thing necessary for the motivation of the employees to give them the 

maximum productivity. This helps the manager to formulate new policies and develops 

new strategies to motivate the employees for better productivity and achieving the 

maximum results in business. It is also pertinent to mention that few companies 

spending a lot of money and time on the motivation of employees through various 

means.  The motivation influences the employees to perform a task with more energy 

and efforts for a solution. The motivation is one of the most difficult challenges for 

management and it is the one of the key element for individual performance. It is also 

necessary to understand the other factors which may also hamper the productivity of 

the organization.  
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2.10 MOTIVATIONS AS CATALYST TO PERFORMANCE IMPROVEMENTS 
 

It is an old saying that you can take anything to water place but you cannot compel it to 

drink, it will only drink when it feels thirsty. Resembling to this, in the case of 

employees, they do only for what they have been motivated or they will do what they 

want to do by themselves. They can be motivated for the organizational goals 

achievement.  Performance is the essential part of survival in business succeeds. 

Performance is a key consideration of ability and motivation. 
 

Job performance =function of (ability & motivation) 

 

The ability can be defined as being dependent upon the training and development, the 

level of expertise; however, improvement is a slow process. On the other hand, if 

consideration can be given to motivation, ability will enhance immediately. There are a 

number of options to start working on motivation. The first step could be training of 

managers is also important because many of them don’t know where to start. As a 

guideline for sound job performance, following are the few points to be importantly 

considered: 

 Importance of discipline 

 Fair treatment to all people 

 Consideration of employees need 

 Definition goals oriented projects 

 Streamlining the job 

 Compensation for good performance 
 

Above stated are the few basic guidelines however they may vary from workstation to 

workstation in different situations to situation.  It is necessarily a gap found between 

individual what actual his state and what is the required state and this is the manager's 

responsibility to overcome this gap for better growth of individual and organizational 

productivity. Motivation, in this case, is a means to overcome and control this gap.  It is 

guidelines to other to develop certain behavior to achieve the desired objectives with 

defined motivator.  
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2.11 IMPORTANCE OF MOTIVATION FOR EMPLOYEES’ PERFORMANCE  
 

It is manager’s job to ascertain the paths and provide guidelines to the employees so as 

to keep them motivated, and to sustain them at that level. Value of motivational can be 

hardly neglected its plays a vital role in the performance and growth of every 

organization. Mentioned below are the few benefits:- 

 

2.11.1 Human Resource Management 
 

Pakistan Air Force has a tendency of utilizing all its assets including man, 

material and machine. Hence this organization will be able to achieve the 

desired objectives. Financial incentives are also significant for better results. 

Once all the resources are utilized properly, the employees get motivated for the 

accomplishment of their given task successfully.  By focusing adequately on 

financial incentives, both PAF and the PSO sparkle in terms of performance 

because each individual of these organizations is putting his best for the 

accomplishment of the given task. 

 

2.11.2 Employees’ assistance in personal life  
 

PAF has great tendency to helping its employees in their personal life apart from 

their professional or service life. By providing assistance in the sense of 

motivation, employees can be assisted in their personal life to meet the personal 

individual objectives. Once they achieve their initial objectives, a feeling of 

development houses in their minds as well as they feel personal growth and 

development. They then have a clear picture of efforts they put in the 

performance of their duties and of the results they achieve. This becomes a great 

source of motivation to that individual.  PSO also focuses on this area to enhance 

the maximum level of motivation among its employees. 
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2.11.3 Enhancing Employees satisfaction 
 

Satisfaction of employee’s plays largely influences the progress or decline of any 

company. Satisfaction is outcome of some incentives, and in the absence of 

incentive plans employees are hard to be motivated to work wholeheartedly for 

the accomplishment of the desired objectives set by the organization. Therefore 

manager should give some incentives, promotional schemes, and empowered 

them with authority with promotion, monetary and non-monetary rewards. 

These all will help the employees to work with motivation to achieve the 

organizational goals.  PAF/PSO both gives incentive plans for their employees to 

raise the level of employee’s satisfaction. 
 

2.11.4 Elevate Efficiency of Employee 
 

It is hard to determine the efficiency level of an employee on the basis of his/her 

qualification and ability. To obtain the best result, employees require balance 

approach between ability and their preparedness to perform.  PAF has always 

emphasize over the area by providing better opportunities to his employees to 

train themselves from in-land & abroad. This balanced approach between and 

will power and ability will enhance the productivity. However, overall 

productivity can be achieved with the help of motivation.  

 

2.11.5 Healthier Team Synchronization 
 

PAF is a defense organization and without a healthier team selection the desired 

results cannot be achieved.  Working environment with proper cooperation 

plays front wheel role for the organization success in achieving its goals. With 

harmony in employees and developing an effective team organization can 

achieve its maxim profit with best stability and sustainability in its growth. Once 

there is friendly environment then employees have the tendency to adopt the 

changes quickly and easily which resultant the organization benefit and help the 

company to achieve the desired goal successfully and quickly. In PSO friendly 
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environment was observed, however, PAF has to focus on this friendly 

environment within the employees and their management level.  
 

2.11.6 Workforce Strength 
 

Strength/stability of the personnel of the organization has the key importance 

with regard to business plans. If the employees have a strong affiliation and 

stability with the organization then they are more loyal to the organization. This 

is the best way to get the maximum output from employees by utilizing their 

potential for the maximum output and productivity of the organization. This is 

the key source for the development of the honest image in business sectors. This 

is also a source of attraction of capable and skilled staff and workforce into the 

business.  
 

 

 

2.12 MOTIVATION THEORIES AND THEIR APPLICATION  
 

A variety of motivation theories have been presented by different scholars and 

researchers to describe and explain the motivation process and its influence on 

organizational productivity and employees’ performance. These theories also 

explain the awareness regarding what motivation does to the organizational 

productivity. Just in order to understand the concept let’s consider the equity 

theory, in which individual compare its compensation with its rewards either 

that is underpaid or paid as much as he is doing the work. According to whatever 

the internal motivation factors are available to motivate the individual but the 

performance will decline. There is another version of motivation theory that is 

explained by Lawrence and Jordan they come up with different dimensions, they 

focus on the motivation that is an unspoken relationship. They come up with 

motivation grid which is some hidden factor, and they named it as pre- 

determined behaviors. Both PSO and PAF provide great opportunities to their 

employees for personal growth in terms of financial support or in terms of training and 
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development. These opportunities assist the employees satisfy various needs 

pertaining to the employees and their dependent families. 

 

2.12.1 The Incentive Theory 
 

The Incentive Theory comprises of two approaches which are explained in 

the upcoming text and have been put forward for the organizations to 

consider and take benefit from. In the firstapproach, it is assumed that 

those people who have inherently motivated. These people are implicitly 

motivated and have strong in build motivational forces. In this implicit 

approach, employees are self-motivated and they have the capability of 

facing more challenging job which ultimately encouragement for high 

achievements and productivity. In PAF/PSO people are inherently 

motivated.  It is a passion of every child to joint PAF to become a fighter 

pilot.  Although PAF provides many incentives to its employees in the 

forms of opportunity of trainings abroad, higher education, inland and 

abroad deputations, and welfare schemes for the families of the 

employees. These incentives are more helpful and effective in form of 

financial support. Secondly in addition to that they have already some 

additional responsibilities given to them apart from their routine 

responsibilities. So, they perceive themselves very powerful and being 

powerful they own the organization more as compared to the rest of 

workforce. These people are on high motivation because these people are 

willing to perform. The third factor which is very common in both 

PAF/PSO which became a very effective tool for motivation is the praise 

and recognitions which make the individual distinguished among the 

other and make the individual feel proud and have a different identity. The 

theory also discussesthat individual which is inherently motivated but 

somehow they also look forward to extrinsic rewards in PSO for these 

people, theory suggests some incentives in the form of job promotion 

which is a source of motivation for these people. These people are 



75 

 

incentive approach people they can also be motivated by giving some 

monetary rewards like bonus etc.  In PSO bonus trend is very common, 

which is a great source of motivation. Some social activity can also play 

apivotal role in motivation like some social evening with dinner, musical 

concerts in their regards to accepting their contribution and giving them 

honor in their affiliation with the organization.  In this context, Levoy 

argues that those people, who are extrinsically motivated, get motivated 

due to these motivators like financial rewards in their acknowledgment 

and also praising their better work is found as motivation for short period 

of time. However, in the PAF, this culture tend persists through the entire 

period of the services of the employees.  During an interview with higher 

rank, he emphasized on this factor.  When an external motivator is 

removed, their motivation level declines which is not a good sign for 

organizational productivity. However, these actions are not long-lasting 

because this practice leaves an impression of the intention to make the 

employees available in organization little more. This makes them little 

motivated till the time motivational fades and gradually disappears.  

 

2.12.2 Goal Setting Theory and its application  
 

This theory was presented by Fried & Slowik. They explained that the 

variance demonstrated from the result should be high at the time when difficult 

and challenging goals have been set. It is also suggested that goals must be 

specific and also achievable. In this theory, it is very categorically stated that 

goals must be challenging and result oriented which definitely required more 

efforts to get the desired results. This is considering as the major boost to the 

attitude of the employees as well as to the organizational performance of 

employee’s working in that particular organization. In their research, Locke & 

Latham they showed their agreement with the idea that individual remains 

committed to the goals have been set for them and also they are capable of 

achieving their goals. And if they went against this it means that there are some 



76 

 

conflicts in the goals statement. Later on, it has been noted by the presenter of 

this theory that they have not considered the time factor. Due to this factor, 

most of the motivational theories are fail to attain the desired objectives. It is 

noted that time plays a very important role in all aspect especially in 

productivity. However, it has been clear that organization has found a path to 

set the organization goals for their employee’s. it is also clear that goals setting 

theory is one of the leading motivational theory that has included time factor as 

the major contributor to the employees to attain their set objectives. The 

statement of goal setting in goal setting theory is a true reflection of the inherent 

intentions of the employee’s.  With the time incorporation, it is apparent enough 

that cognitive processes that are involved in decision making and behaviors that 

can be very well explained.  PAF is a defense organization and their main goal is 

the aerial defense of the motherland.  By setting this objective for employees 

they are more motivated to perform best in the line of duty.  While talking about 

PSO they have similar nature of responsibilities being only national flag carrier 

Fuel Company in Pakistan.  Therefore, PSO has also its pre-defined goal and task 

on which they have to work for a cause to provide the fuel to Pakistan in time of 

peace and crisis. 
 

 

 

 

2.13 FORMULATION OF MOTIVATIONAL STRATEGIES 
   
 

Financial incentives are very common in private sector organization to motivate the 

employees and generate competition among the individuals; however, this model is not 

much applicable in public sector organization.  With the thorough study of financial 

needs of PAF & PSO mentioned below are found in practice in both PAF/PSO.  The main 

reason of non-applicability of this model in public sector organization is a lack of 

resources because these resources are often tighter. Money may not be the major 

resource of motivation for the public sector organization employees. Research finds 

that the employees are motivated to perform in a healthy manner if purposeful 

assignments have been assigned to the individual and if more responsibility has been 

assigned to the individual to develop the sense of ownership.  Keeping in view the 
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above-stated fact few recommendations for strategy formulation are as mentioned 

below:-  
 

  2.13.1 Promotion of Challenging and Task-oriented Culture 
 

 

Definite and demanding tasks are the main source of increasing level of 

performance, creativity, and productivity which is has a direct linked with an 

overall healthy dedication to the organization. The researcher suggests the 

development of challenging and task oriented goals with employees, however, in 

PAF and PSO has very clear policy for promotion without any delay but based on 

performance. With the help of setting task oriented objectives, employees have 

clear the path of performance to utilize their personal professional development 

which leads towards the greater and enhanced motivation.  It is imperative to 

mention that goals must be achieved able as a part of the challenging. If the 

objectives do not have the clarity of minds in the process of the goals 

accomplishments then it has a negative impact on the morality and productivity 

of the employee’s performance in PSO by creating, challenging and task oriented 

goals among the employees not only competition will develop but also their 

skills will be improved which includes confidence, will power, problem skill and 

job satisfaction. Moreover, once the task has been assigned to the individual then 

continuous feedback and supervision are mandatory for enhancement of the 

productivity.  
 

2.13.2 Development of Learning Culture  
 

With the help of setting task oriented goals, it is helpful for the development of 

the learning culture in the organization of PAF and PSO.  The jobs in these two 

organizations are always task-oriented, because these both public sector 

organizations are working for a national cause. With the help of setting task 

oriented objective employees are motivated to develop the learning skill among 

the individual employees. Moreover, it also helps fully for the acquisition of 

knowledge among the employees.  It is also suggested that merit pay & pay for 

performance system in PSO provides a healthy result on the performance of 
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employees and increase the learning occasions. However apart from this if the 

complexity found in goals then the learning process will decline in employees.  

Companies learning opportunities can also be task and challenge for the 

employees to think about their own personal goals also.  

 

2.13.3 Employee’s Personal Growth and the Role of Incentives   
 

 

Incentives have a direct relation to the personal growth of employees; 

incorporation of incentives in working environment will not only motivate the 

employees but also help them to enhance the learning process.  It is suggested 

by the researcher that implementation of incentive in the recognition of the 

employee's will leads the individual to perform them in an extraordinary way 

for the accomplishment of the organizational objectives. For the healthy 

teamwork recognition of the employee’s is a very helpful tool for the 

development of the team.  Few people suggest that incentives are 

counterproductive. Both organizations PAF/PSO have shown great concern & 

focus towards their employee’s personal growth.  PAF/PSO provides great 

opportunities to their employees for personal growth in terms of training 

support or in terms of training & development. 
 

 

2.13.4 Job Restructuring  
 

There are many of the methodologies which are helpful to the employees in the 

sense of motivation, incentives, good working environment etc. However, one of 

the methods, which is very useful for the motivation and which ultimately 

enhances the employees’ productivity is job restructuring.  It is recommended 

with the help of recently conducted research by the researcher that, if it is 

possible in an organization to rotate the job then it is a very useful tool not only 

for learning purpose but also helpful for employees to feel more responsible for 

the work and their resources.   This practice is very common in PAF which 

resultant to enhance the motivation of employees.  However, PSO need little 
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more focus on this area of job restructuring.  It is also important to that if the 

employees would be more responsible then definitely they would have 

developed their own professional abilities.  Job restructuring has developed 

asense of challenge that becomes a reason for theproduction of better output 

with the help of motivation.  
 

2.13.5 Conducive Working Environment  
 

The organizations in both (PAF and PSO) are putting their best efforts for the 

enhancement of productivity and motivation. However, these all remain from 

becoming useful if attention is not paid to the working environment. If proper 

attention should not be paid to the working environment then peoples are not 

much motivated. It is essential to promote the good working environment and 

working relationship to remove the dissatisfaction element. The working 

environment in which worker feels satisfied and safe is more helpful for the 

better organizational productivity. Motivators are plays vital role for motivation 

leads towards the better organization and employees performance. However 

good working environment provides peace of mind to employees and they feel 

safe. They developed very healthy and positive attitude towards organization 

development which ultimately results in better employee’s performance and 

enhanced productivity in an organization.  Both PAF and PSO have set their 

primary objectives to provide an environment conducive to the smooth and 

effective performance of the employees.  During survey of the employees of both 

PAF and PSO are found more satisfied with a working environment approach 

conducive to sound performance by employees. 

 
 

2.14 THE CONCEPT OF MORALITY 
 

The concept of morality remains a dispute till now because there is no fixed definition 

of morality which is a purely abstract value. Consequently, there exists a difference 

between the conceptual and practical approaches to morality and its standards.   

However, themeaning of things with different scenarios and conceptual frameworks 
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are the common with morality meaning.  Moreover it is very complex to define 

morality, however in the past frame of time anthropological learning or morality has 

started to combine in a less or more programmatic structure. Being a researcher would 

try to outline this progress and highlighted these issues which required attention in 

order to get motivated the people to enhance the morality. Primarily out of these it is 

the requirement that must account and address the problem of evil as the constitutive 

of one of the anthropological move towards the morality, since that if it was not for evil 

morality.  The human beings are more willing to concede that we all are beneath the 

type of moral law. The daily life of the employees of the public sector organizations 

under research is being regulated by; don’t do that, do that, derived from that and 

beyond that limited circle of the task assigned us by the rule of ground reality.  It looks 

and unresolved point whether it is the confirmation of the presence of any law of 

politics like the law of ethics, whether there is a concept of morality of nation with 

comparisons of individuals. Indeed there is no sense of questioning about that. 

Individual of organization and state or if they belong to different races, having some 

sort of values and characteristics which are exemplified in all or most of the individuals 

of the nations.  These are the few of the traits or racial values and lead to various 

nations monitoring their personal affairs in their own perspective and keeping hold 

them differently.  However, we call it moral traits of national morality and their 

character which differentiate of the individuals on the basis of their racism from one 

and other with connection with its surroundings.  

 

2.15 Employee participation and empowerment 
 

Every organization expects loyalty and sense of ownership from its employees. The PAF 

and the PSO care about the growth of the organization as well as for their employees.  

However, if someone fails to find out the employees who care for the said growth then 

need to develop a sense of building for the better business. These mentions below are 

the few steps for the better involvement of the individual on organizational level at PSO 

and PAF. 
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Employees of any organization desire that its employees develop and practice to show 

care for their organization or the employers or his company. It is, however, too hard to 

find each of the employees expressing the same sense of concern for the organizational 

growth and its development.In   such a case, it is for the management of the company or 

the organization to enlighten the employees with this need, and prepare a plan of 

action to remove this deficiency among the employees. This way the employees can be 

engaged in the process of the organizational development and growth in a systematic 

way. For outstanding performance in business, the employer needs very strong and 

clear vision and mission statements. For the raise of productivity and morality of the 

individuals, the mission statement and the vision statement most preferably be 

communicated to the individual for developing a sense of ownership of the 

organization and raising their moral courage for the sustainability and strengthening of 

the company. Once the individual employee understands the importance of the firm 

goals, its vision and mission then the sense of ownership will develop and the employee 

feels more responsible for high morality and courage.  PAF/PSO always set a high 

standard of sharing vision and mission with employees, which a trademarks of the 

employees’ motivation. 

In order to raise the moral of the individual, it serves as the key element to develop the 

sense of ownership with the organization. Once opportunity of participation in the 

decision making authority is provided to the individual,(s)he feels moral responsible 

and develops more caring attitude about the company and the owner. This is so 

because once the employee will take the decisions on his own, he will bear the feelings 

that his/her decision has a direct impact on the business. For the purpose of 

encouragement of the moral of the employees, they may be given some liberty to 

explore new ways to improve their performance for the organization. When employees 

are allowed to take risk they will gain more confidence and their morale will boost up. 

It is important to support them even if despite their efforts they are unable to complete 

their assigned tasks successfully. Failures and difficulties are part of work life and these 

need to be overlooked suitably and used as the opportunities to learn for development 

and success in future. This approach will definitely help out the individual to boost the 

morality and productivity as well. 
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2.16 COMPENSATION AND REWARD 
 

Most of the human resource practitioners conclude that while conducting surveys 

regarding the employee’s compensation, in most cases the employees assign increased 

importance to the amount of pay and pay structure. In the course of conducting the 

research, this researcher analyzed many other aspects relating to this subject. Several 

discrepancies were noted about what people use to say and perform regarding the pay 

and allowances. It is imperative to discuss as to why the pay and allowances always 

appear to play a vital role for motivational purposes. Moreover as a variety of causes 

that managers might consider it as very important and fundamental part of that 

motivational process.  It is also noticeable that pay is not a solution of problem always 

but we must have to identify the circumstances under which pay has an important role. 

Few employees are motivated by money. More or less, in fact, most of them are 

motivated by money to fulfill their basic necessities. These types of employees can be 

motivated by the help of compensation that is in the form of enhancement in bonuses 

related to performance, sharing of the percentage of profit, commissions, and extra 

incentives like, excursions, leaves, automobiles and other tangible sources as rewards.   

It has been observing a system of rewards in an organization where employees are 

compensated on the basis of their performance feedback left by the customers. There 

are many points where some feedback Performa’s are available whenever any 

customer gives the feedback regarding the individual he has been awarded some points 

which are been added to his profile. At the end, after concluding all the points through a 

system all employees are rewarded according to his performance.  On the base of this 

point, employees can get the rewards that are in the form of a gift, certificates, and trips 

etc. Moreover being a researcher I had the experience to buy a Toyota Corolla car vide 

Toyota Company. I had interactions with the person dealing with me from this 

company. After several sessions of discussion with him it came to know that more the 

cars he sold, the more amount of commission he earned. Besides the commission, he 

was also given a trip to some foreign country on company expenses. This was a good 

example how companies compensate their employees and inspire them put their best 
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efforts in return to get the rewards. Basically, thecompany getting more productivity 

through this compensation system as more you compensate the employees he has more 

motivation resultant enhancing the productivity.  Once we look around the area in 

which HRM has recently focused. It has been noticeable that thousand of studies and 

researches have been carried out on the topics of employee’s recruitment, selection, 

turnover, appraisal system. It is understood that in the past researchers were only 

focused about these top and they have devoted their selves only tothis topic, however, 

the importance of compensation system cannot be overruled. Meta-Analysis of forty 

years of researches on the issues of finance, incentive and performance revealed only 

39 studies per years (Jenkins, Mitra, Gupta, & Shaw, 1998). This situation has not even 

yet changes rather recent studies and workshops and seminars have revealed only few 

topic on the issues of compensation and benefits. It is proof that in past years thousand 

of sessions were conducted in annual meetings of SIOP society for industrial and 

organization psychology and only a few were related to the compensation, benefits, and 

rewards.  The same way in a program relating to the HR Division of Academy of 

Management mark, only three sessions pertaining to the topic of compensation out of 

hundred were dedicated to other different topics at 2012 annual sessions and 

meetings. During the period of 2003-2007, out of one hundred eleven (111) only 

two(02) articles focused on the topic of compensation. Similarly, out of 457 articles, 

only 7 were contributed on the topic of compensation in the Journal of Applied 

Psychology (Cascio & Aguinis, 2008).  The concerning research on the issue of 

compensation is lacking behind due to many problems and reason pertaining to 

compensations.  It is One of the most critical influential pertaining (however not the 

most critical influence) on the effectiveness and quality of the human capital. 

Compensation has a great influence on the quality of those people who hired and who 

applied, job acceptance, motivation, workforce level of performance and for those who 

are associated with the company (Dineen & Williamson, 2012; Saks, Wiesner, & 

Summers, 1996; Shaw & Gupta, 2007). Regardless of an excess of enthusiastic opinions 

to the contrary (e.g., Kohn, 1993; Pfeffer, 1998; Pink, 2009), the confirmation is pretty 

clear; compensation has a strong incentive and sorting sound effects (Gerhart & Rynes, 

2003; Jenkins et al., 1998). In practically every portion of the organizational 
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performance, compensation is a source of reshaping the behaviors of employees and 

the effectiveness of the organization. Motivation is one of the best methodologies of HR 

practitioners to motivate the employees. Many of organization designed their 

motivational system not only to support their employee’s to work in very effective and 

efficient manner but also considered a very helping tool in the attraction of potential 

candidates for hiring for their organizations. One of basic question is that what is the 

most important things in this system which motivates the employees. There are many 

factors which play a vital role in the motivation of the organizational employee’s but 

the here the researcher has to discuss the compensation and its impact on employee’s 

motivation. It is also imperative to mention here that the most competent approach 

should not only base on compensation (rewards that are extrinsic and intrinsic) 

motivators but also organization can achieve the desired objective with the help of 

motivation and retaining the employees.  

One of the important ways to promote work environment and morale of the employees 

is giving suitable rewards to the deserving employees who perform with distinction.  

For morality boost up employer must modify and develop the reward mechanism 

towards the particular achievement. If one employee is doing his job with full 

motivation and his performance is more than the rest, then he must be rewarded and 

compensate accordingly. If he shall not be compensated and treated as like other then 

obviously his moral shall go down. It is compulsory for all employers to treat the 

individual judiciously and must compensate those who deserve. In addition, the 

activities of socialization and hangouts are the fundamental tool for development of 

interaction and bonding among the employees of one organization.  It is also imperative 

to mention that most of the time most of the time people do not socialize informal 

environment. Open atmosphere and chilling environment will provide opportunities 

for sharing and enhancing the moral and social values. Both the organizations the PAF 

and the PSO are monitor and maintain the high standards of employee motivation.  

However, as a researcher it hanging out and socialization are suggested as helping tool 

for the employees’ motivation.  Both the organizations are focusing on the issues 

enlisted below but these are issues which are the most crucial and they need more 

attention as the time passes on. The poor morality is the proof of low cooperation, this 
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low cooperation leads towards the low productivity and ultimately the whole 

organization will have to suffer as the impact of this low morality. As the moral have a 

direct relation with success of company success. All those who considered themselves 

amongst the top leader they always have a close eye on morality and its values. They 

are always trying to find out the weak areas and create the approaches for the 

enhancement of this moral values and morality. There are few facts and tactics which 

have the potential to support the enhancement of morality and success of the function 

of business in both the organizations:- 
 

Giving value and worth to the work of employees develops a sense of ownership 

and feel him upright and very affiliated with the organization resultantly his 

moral goes up. Encourage the work he has done and leaves the room for some 

mistake and failure. This little for the employer and boss is more than enough for 

the individual and for his morality. It is human nature to always care about and 

foresee future, and future career when it comes to the employees of an organization. 

Employees never like to overlook their present state at work or profession. All the work 

done by the employees needs to be appreciated and celebrated with them for the sake 

of enhancing their morale. This little celebration is worthy for the employees they got 

the satisfaction of job with this celebration resultantly increasing their self-esteemed 

and develop a sense of ownership and boost their moral. Whenever individual indulge 

in some personal project getting off from its routing job and then the individual feels 

more energetic and passionate about the task which resultantly enhances the 

innovation of the individual leads to the development of company/organization.  It has 

been concluded after many of studies that organizational output enhances while the 

individual has given chance to work on the project of his choice or passion.  

 
2.17  TRAINING AND DEVELOPMENT FOR POSITIVE ATTITUDES 
 

It was experienced in an organization that during the recession in 2009, the 

morality of employees goes down and became a major issue. The company has 

decided to conduct training and formulate a team which helps the individual to 

boost up the moral of individuals.  They have used the methodology of showing 
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some video to the individual to enhance their moral. For example, a video helps 

them out to boost their moral like Lance Armstrong’s recovery from cancer and 

culture of friendship at Southwest Airlines. Leaving from the normal routine of 

meetings and compartment life can leads towards the enhancement / build up of 

morality. In an organization, Ehrhardt Keefe Steiner & Hottman, based in Denver, uses 

the concept of neighborhoods to shake things up. All the employees of the organization 

are deployed into neighborhoods; however, their section and department were kept 

into consideration to wobble the things up. All the divisional groups are kept on 

organizing daily meetings, get together. For enhancement of morality fun and 

socialization develops a sense of ownership amongst the employees. It also develops 

an ownership between employees and company.  During these gathering, people share 

their own ideas get familiar with each other which lead to enhancement of morality. 

Programs related to fun also became a source of enhancement of morality. Regular 

engagement of employees and awarding those incentives/ awards during these fun 

related events also became a source of a moral boost. Another way of boosting the 

moral values and develops this culture into the organization is through 

excursions. Excursion means to take the employees away from their 

workstations to the place where they could have fun. They have own way to 

spend the time according to their desires.  During this excursion to develop a 

comradeship few projects can launch amongst the employees and some 

incentives also been declared for winners which develop a sense of competitions. 

The Asghar Khan Air Force Academy is an outstanding institute and accredited 04 

years training to its undergraduate officer selected for Pakistan Air Force. After the 

gradation there are numerous institutes which further polish the skills of officer by 

well defined programs of training and development.  PAF has a great concern over 

the peace of mind for his employees.  It is a great practice to give the comfort to 

the employees.  PSO need more focus about the highlighted fact to get more 

positive results in terms of employee motivation. 
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2.18 COMPENSATION LAWS & IMPLICATIONS OF COMPENSATION 
 

There are certain parameters that have been set in compensation laws pertaining to 

wages they must offer to employees. The Fair Labour Standards Act regulates the 

federal minimum wages, child labor, equal pay and overtime wages are also covered 

under these laws. The Equal Pay Act restricts the owners for basing compensation of 

the employees on the basis of his/her gender, however under this acting company may 

vary the compensation on the basis of seniority and merit. It is the fundamental 

responsibility of the managers of a small business organization to keep the companies 

policies in consultation with these governing laws.  PAF and PSO both are government 

organizations and they have great compensation plans for their employees. PAF gives 

opportunities of training abroad, post retirement plans and other financial benefits 

including job security etc.  

 

Many studies have been conducted on compensation and its impact on employee’s 

performance. It has been concluded that compensation plays a very vital role on the 

engagement level of employees.  Where employees are treated with high incentives 

they seem more satisfied with their jobs and incentivize the employees for better 

performance. However, this is more effective once compensation has a direct impact 

and related to the job performance. On the other hand, it has also concluded that low 

compensation is also a hindrance to employee’s performance and motivation. It is 

pertinent to mention that   overall compensation has positive effects on employees in 

many ways as mention below:- 

 Retention 

 Job satisfaction 

 Potential recruitment 

 Working productivity 
 

Compensation is a very important tool for the engagement of employees; however, if 

compensation placed in a vacuum then it could not achieve the maximum impediments. 

Maximum potential has been achieved by those companies having good compensation 

plans and their execution.  
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Good and effective compensation plan stems from good compensation strategies.  

Conventionally compensation plans have been chalked out on spreadsheets which are 

away from the most effective way.  Instead, management should hold the responsibility 

for the integration of compensation management software into their respective Human 

Resource Management department. This software will help out the managers in the 

following areas:- 
 

 Make simpler calculations 

 Eradicate the need for spreadsheets 

 Generate better visibility and compliance 

 Offer better decision support 

 Reduction of costly errors linked with spreadsheets 

Once with the help of this software, a plan has been chalked then this effective 

compensation management software is also the helping tools for conveying the plans to 

the employees for their better understanding and the benefits and details of the 

package.  PAF/PSO have developed their own software management system which is 

automatically maintaining the records of employees performance etc on the basis of 

their performances PAF selects the candidate for any incentive which is very 

transparent and available for clear visibility of employees. 

2.19  EMPLOYEE MOTIVATION AND DIRECT FINANCIAL REWARDS 
 

During the course of this research study, the researcherhas observed that most of the 

employees desired their salary packages to be reviewed periodically according to the 

inflation rate and cost of living. It is also questionable that all are agreed that pay 

variations for different levels. It is the finding which in line with the expectations of the 

different authors, Armstrong (2008), Decenzo et al. (2007) and Dessler, (2008). They 

also defined basic pay should base as members reward that comprises rate for the job 

and this should be reviewed regularly according to the scale of the employee’s and also 

as per the expertise level. Most of the people are motivated with the already existing 

pay scale and few of them are not satisfied with the existing.  In PAF/PSO annual 
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increment system and revision of scale during every budget is one of the great source of 

motivation. The researcher observed that during the research most of the employees 

have improved their performance while receiving a handsome package.  According to 

Gomez et al. (2012), Lazear (2000), Parish and Shearer (2000) and Parent (1999) use 

of pay for performance schemes has been shown to increase employee morale. Brown 

and Session (2003) confirmed the same by stating that employees prefer an 

environment where productivity is rewarded and that this increases employee morale.

 The Findings on team rewards and organizational rewards were that over two-

thirds of the respondents agreed that they received additional pay for their 

performance against the set targets and that they felt motivated for being rewarded for 

what they achieved as a team; and as a result of the whole organization achieving its set 

objectives, this was in line with the above views of Gomez et al. (2012), Lazear (2000), 

Parish and Shearer (2000) and Parent (1999). Finally, a Pearson’s correlation test on 

direct financial payments and employees motivation showed a positive correlation 

between all areas tested except for one. The correlation between current basic pay and 

motivation was negative. This was as expected as per the views of authors like Drafke, 

(2002), DeNisi and Griffins (2008), Bretz and Thomas (1992) and Clegg and Birch 

(2002). 

 
 

2.20  MONETARY VERSUS NON-MONETARY MOTIVATORS  

It has been found the motivation always has a great influence on the existing 

performance of the employee’s. PAF and PSO both organizations have given great 

emphasis on monetary and non monetary motivators. These organizations provide the 

opportunity for training and development, compensation of rewards in terms of finance 

and grooming of the individual. It is also necessary that some factors are more 

motivational than other factors. However, in this chapter, the more focus was given to 

those which are more important and play a vital role in the motivation of the employee. 

Amongst all of these factors, the most common factors are of two categories: Monetary 

versus non-monetary in the form of incentives. Armstrong asserts that money is the 

best motivator because every need can be fulfilled or satisfied with it. It is the most 
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crucial factor for the life which is mandatory for the satisfaction of all the basic 

necessities of the life required for security and survival. Other need like self-esteemed 

need can also be fulfilled with the help of money. Money is a very helpful tool for the 

people to get the things of their choices, to show and create presentable status and 

appreciation. Money may also be defined as that it is the intangible objective which 

defined as the powerful motivational factor. Few convincing studies have proof and 

confirmed that money is the best motivator; however other credible equally neglect 

this. Rynes, Gerhart, and Minette (2004) explained it in little bit different way according 

to them money could be a motivator for some people but not for all people in every 

circumstance.  It has been also suggested that it is has a great significance and 

importance in those people having actual choices instead of responding the question 

pertaining the importance of money as the motivational factor. It may lead to sarcasm 

to monetary incentives as there are many other motivational factors are also present. A 

comparison was mad were asked to mark those factors which are the best motivator 

for them; however, it has been revealed in an above-mentioned study that people 

marked no 5 in rank. However, in actual behaviors, it revealed to researchers that this 

money factor is the most effective motivational tool. But if respondents were asked to 

tell about the most effective motivator for other people to compare them with those, 

then the answer is money.  It has been also the noticeable thing that whenever people 

choose or rotate a job their first question is what is the salary instead asking about any 

other factor like job satisfaction, working environment etc. But it is very difficult to 

understand that whenever asked from people indirectly about the money as the 

motivational factor most of the people ranked it higher, however, once it comes into 

direct relation as a question then it was found the opposite of that. Study of Agarwal’s 

in 2010 which was conducted on literature review basics has stated the money as an 

essential motivator for the employee’s which help the individual to perform in very 

well manner into the organization. He shows his willingness and agrees that the 

rewards (intrinsic) are the most attractive for executives, however after a defined point 

of career this monetary reward look to have much importance. Agarwal further goes 

into the depth of the study to conclude that long-term incentives are not much effective 

as compared to short-term incentives based on performance.  While formulating the 
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compensation plans it must be catered for that expenditure should not be over budget, 

however, it should be properly formulated so it may not become a hindrance for the 

level of employee’s motivation. It should be base on the purpose of motivation, 

attraction and for the retention of the workforce. The importance of the workforce 

must be catered for in this plan, this plan should be a depiction of care and well-beingof 

employees. These compensation plans traditionally sought out to enhance the level of 

equity at pay role amongst the employees. Compensation plan sometimes it may not fit 

at all approaches in compensating workforce due to the business and economic 

situations which change day by day. It is, therefore, mandatory that all organization 

must have to pay extra attention while formulating the compensation plans.  

2.21 IMPACT OF REWARD ON EMPLOYEES 
 

Considering all the resources owned by any organization the most important one is it 

human resource. It is a very challenging task to hold and retain the individuals having 

sufficient job experience. This retention of the individual is the most important and the 

key to organizational success. Motivating the employee’s will lead an organization 

towards a better competitive edge and one of the profitable organizations in the 

market. Motivation is the main reasons that exercise a force on our all activities and 

actions. Baron (p.123, 1983) defines motivation as a combination of many processes 

which guide and control the ongoing process in order to accomplish the said task.   

PAF/PSO both paying great rewards to the employees in the forms of incentives like 

PAF provides opportunities to its employees for training with allied forces, sent their 

employees to other world Air Forces institute for better grooming, training & 

development.  This is incentive given to employees as a reward and employees feel 

motivated.  The element of employees’ performance is very healthy induction into 

system which ultimately enhances the morality & productivity at workplace.  PSO gives 

the rewards in terms of bonus which is very healthy/effective tool for the enhancement 

of employees’ motivation.  This reward system motivates the employees to work hard 

and more enthusiastically for the purpose of enhancement of productivity.  Motivation 

is an activity which openly provides opportunities to leave a positive edge on the 

individual job performance. The better productivity of an organization is only possible 
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when the entire employee’s work wholeheartedly for the assigned task. But apart from 

this can only be achievable once the employees are fully motivated. Let’s talk about in 

terms of incentives than the tangible incentives are the most attractive packages to 

enhance the individual performance. Incentive and recognitions are the main factors 

that have a very strong impact on the performance and motivation of the employee’s. 

Compensation always plays a pivotal role in the organizational developments. 

Moreover, it is the main reason for the employee’s development and personal growth. It 

is also the source of the sense of ownership for the organizational and employee’s 

development. 
 
 
 

 

2.22 COMPESNATION AS A MOTIVATOR 

Towards conclusion of this chapter, theresearcher wants to put up the way forward, 

how to motivate the employees with the help of compensation strategies. Enlisted 

below are the key element by utilizing them individual can be motivated for better 

organization and individual performance. Enlisted below are the few practices which 

are in practice at both the organization (PAF & PSO). However, during research it has 

been analyzed that these areas are need special attention. 
 

2.22.1 Promotional Incentives 
 

Promotion is one of the methodologies of compensation, it is also mandatory to 

explain here that compensation can be in any form where employees are being 

helped by any mean is call the compensation. Let’s talk about promotions which 

lead and deep impact on individual personal developments and raised the 

individual level of responsibilities. It is also a factor that holds the social status 

of the individual. It is an opportunity that is being provided by the organization 

to their employees. This is the key element of the process of performance 

evolution, where it is considered an opportunity for him to develop and 

enhances the growth according to his capabilities.  In PAF the compensation 

reward (Pay & Packages) also enhances. Those who have done great job and 

work for the organization and country they have been promoted to next rank 
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accordingly. Once and individual has promoted to next rank the financial 

package is also revised accordingly. 

 

2.22.2 Sense of Ownership 
 

The sense of ownership is defined as how individual likes and dislikes his job. 

How he has the sense of ownership with the job and assigned a task to him. 

Moreover, it also explains either this job is rejoiced full or not for the individual 

either he enjoys or not while on work. The sense of ownership develops only 

once the individual having complete job satisfaction and clarity of assigned task 

and the compensation he holds as a reward.  PAF/PSO provides a good working 

environment which develop sense of ownership resultant to enhance 

motivation. These organizations provide the opportunities of T&D and groom 

their individuals as they developed the sense of ownership and loyalties to their 

organizations.  
 

2.22.3 Standard Operating Guidelines 
 

Standard guidelines are the complete set of procedure, policies, rules and 

regulation and job specification which is the compulsory part of the individual 

job. Moreover, it also defines the norms, organizational values, and ethics which 

have to be followed by an individual while performing the assigned task. These 

procedures are essential and very helpful for the individuals to guide how to 

behave and perform the duties.  Both the organizations PAF/PSO have set their 

clear principle through a transparent system which is very helping tool for 

employee motivation.  There are complete codes of guidelines available and 

every employee of the organizations must have to follow. These standard 

operating guidelines have been always formulated in accordance with 

companies charted.  
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2.22.4 Inter-working Relationships 

 

It is another basic element of the individual motivation which reflects how the 

organizational environment is helpful for the employees in the organization.  It 

also states that either employees have a very strong relationship amongst the 

individual, moreover he is satisfied with his job or not. This also refers the 

organizational environment both is friendly and helping for an individual to 

developing interworking harmony. It plays a vital role for employee’s motivation 

by giving peace of mind free of the fear working environment.  The 

organizations of PAF and PSO have the tendency to depute their employees to all 

over the world for different trainings.  During this training they adopt cross 

cultural changes and adjust themselves accordingly which help them to develop 

a good inter working harmony and relationship. Moreover PAF and PSO they 

trained their employees they have developed comrade ship and good inter 

working relationship amongst the employees. Great emphases are being given 

on these aspects.  

 

2.22.5 Acknowledgment 

The acknowledgment is the mechanism to provide a status to the individual in 

an organization and recognizing his work from other on the basis of quality and 

efficiency. Acknowledgment has a very important factor of compensation for the 

role of motivation.  Moreover, it is a very helping tool for the evaluation of 

individual works to acknowledge and give him appreciation in return. It also 

describes the strategies of the organization towards the employee’s status and 

its appreciation of individual works. In public sector organization 

acknowledgement is the trade mark like in PAF/PSO employees have been 

awarded with medals & certificates which enhance their morality & productivity 

at workplace. 
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2.23 SUMMARY 
 

 

It may be concluded from the above text relating to the research that impact of 

motivation on productivity by an employee has a great significance to organizations be 

that Pakistan Air Force or Pakistan State Oil. In order to achieve the best result in the 

ongoing competitive environment management should learn and develop the strategies 

and formulate policies in which techniques for the motivation of the employees should 

be given prime importance. With the help of these develops strategies the employees 

moral will enhance which ultimately enhance the organizational productivity. 

Managers in PAF and PSO need to find out the major problem associated with the 

employees from the motivational point of view. They need to develop the policies on 

the basis of problem found during the analyses of the worker. Motivation is the force 

which drives an individual from the inner side and based on growth needs. The benefits 

of motivation show up in long-termduration, not in short term. However, it can be 

concluded with this research that basic reward of motivation is the personal growth. 

The best way of checking the motivation and motivate the individual to give him 

challenging task in which he can hold the responsibilities. Motivating human being is a 

very complex phenomenon as far as the future approaches of management is 

concerned it can be assumed that in future many organizations and management teams 

are thinking of developments of theoretical framework along with practical scenarios 

development about the motivation. Ultimately it has a strong impact on the 

performance of employees in both PAF/PSO. As it has been already discussed above 

that individuals are the key element, however, if they are not motivated then the 

organization will have to suffer in the productivity. There is a strong decline will affect 

the overall productivity of organization due to those employees who are not motivated 

at all.  This is a problem due to which there is a probability of delays in task completion 

and may sometime management have to hire some additional manpower to complete 

the task. As result productivity has declined and financial losses also occur due to 

additional manpower hiring. It has been also noticed during some interview and 

observation that motivation sometimes based on emotions. Because emotions develop 

from inside and motivation is an also an inside force which drives the 
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employees/individual. Motivation also sometimes depends upon the leadership style, 

management behavior with individuals. If individual personally likes some 

managers/supervisor then they are motivated. Moreover, the individual shall do the 

task with their best efforts; however, if they don’t like theirmanagers then they will not 

do the task with full efforts which ultimately caused a decline in productivity. 

Sometimes appreciation plays a key role inmotivation if managers ignore the mistake of 

individual and appreciate his rest of the efforts employee got motivated and try his 

level best to avoid that mistaken next time what he had committed this time. It was 

found that performance of the motivated employees was significantly better than that 

of those who were not motivated or who were inadequately motivated. The motivated 

employees were observed to stay prepared for more challenges and higher. Moreover 

After finding and analyzing it has also revealed that compensation cannot be overruled 

in this process. Compensation leads towards the motivation which resultant in good 

productivity and enhancement of moral values of the employees.  The questionnaire 

was prepaid to check about the compensation, most of the people responded that they 

are more motivated and have ownership for the organization if they are more 

compensated by the organization in terms of reward either intrinsic or extrinsic. The 

researcher also finds that the compensation management has a direct and constructive 

relationship with people working in the organization and their motivation level has a 

greater role in the motivational processes. The researcher has urged upon that the 

public sector organizations shall apply the latest and updated HR resources and 

updated strategies pertaining to this compensation system. It has also been analyzedin 

this study that appropriate plan regarding compensation is missing in most of the 

organization and some of the key elements were highlighted regarding the 

compensation of employee’s.  It is also stated that with the help of money and basic pay 

employee’s can be motivated however complete motivational process cannot be driven 

by motivator.  It is also concluded with the help of this study that employees are 

knowledgeable for their own interests. The study recommended that proper 

compensation plan should be formulated and must comprise all fundamental 

requirements of good plans. All the necessary information should be properly 

communicated and disseminated from top to lower level. It is also necessary to develop 
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feedback means to help out the employee’s to use it. It would be helpful to increase the 

level of awareness. Moreover, the pay structure should be properly marked and 

developed and communicated to all staff for its effective utilization. Total job evolution 

and reward system must be evaluated and reviewed. The purpose of this plan should 

also have a consideration enhance the equity level amongst the employees internally 

and externally. The Proper debate for employees should be created where employees 

issued should be addressed.  
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CHAPTER 3 
THEORETICAL FRAMEWORK 

 
3.1 INTRODUCTION 
 
Theoretical framework is considered as the one of the most important part of any 

study since it has very important role in familiarizing to the complete research process. 

It is not only helping the researcher to analyze the variables but also enlightened the 

researcher with data analysis frame work (Mehta 2013).  In the start of this chapter, 

the definition and concept of motivation and its methodologies will be discussed.  The 

importance of employees’ motivation for organizational productivity will also be 

discussed. Later the motivational theories of Abraham Maslow, Frederik Herzberg and 

Victor Vroom will also be made part of the discussion. It will through some light on 

employees’ motivation and understanding of different motivational theories which act 

as the base for the current study. At the end of chapter summary of all the theories will 

also be presented.  

 

3.2. MOTIVATION MECHANISM 

(Deprivation)  (Deprivation with direction)  (Reduction of drives) 

 

The above arrow shows the motivation cycle. “Needs setup drives to accomplish goals” 

(Luthans, 1973, p392).  Motivation consists of three interacting and interdependent 

element of Needs Goals which are defined as follows. 
 

3.2.1  Needs 

In every simple sense that needs is a deficiency. “In the homeostatic sense, needs 

are created whenever there is a psychological or psychological 

imbalance”(Luthans, 1973, p392). For example, a need exists when the human 

personality is deprived of other persons who serve as friends or companions. 

Need is defined as one of the fundamental necessities to live a healthy and 

GoalsDrivesNeed
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prosperous life. These needs could be differentiating from desires, in the 

discussion of need; deficiency may cause a reason for thechange in outcome. 
 

3.2.2  Drives 

The drive is an idea which explains that we are driven by some basic need, these 

needs are said as biological need includes the following:- 

 Food 

 Water 

 Shelter 
 

Basically, these are the needs which drive the individual to express a certain 

behavior to obtain peace of mind and balance in life. This state of balance is 

called homeostasis. It can also explain as this is a deficiency but have a proper 

direction. Drives are full of action with guidelines towards the accomplishment 

of the desired task. 

 
 

3.2.3 Focus on goals 
 

This is the final stage of this motivational cycle which means a result. A goal in 

the motivation cycle can be defined as anything which is a veryhelpful toolto 

making a need easy and comfortable and reduce the drivingforce. Thus attaining 

a goal will tend to restore psychological or psychological balance and will reduce 

or cut off the drive. Eating, food, drinking, water and obtaining friends will tend 

to restore the homeostatic balance and reduce the corresponding drive; food, 

water, and a friend are the goals in these examples. 
 

3.3 MOTIVATIONAL THEORIES 
 

The different theories expounded by expert as Maslow’s hierarchy of needs theory, 

Hertzberg’s expounded by experts theory expectancy theory, equity theory etc are 

created, only of means that the organizations or management have many problems of 

people or workers which face they, because people have different nature of mind, 

through motivation theories, the organization or management reduced the problems. 
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The reason to claim that motivation is a product of succession is just in the sense that it 

reduces the problems or solution of problems, and the peoples solve these problems 

through hard work or motivated efforts accordingly. This is true as history has main 

events to human erudite in this regard in their advertisement plays an important role 

of motivation. And day by day the target groups are motivated in a very attractive 

manner, and firms spend a huge amount on that to promote their goods and services. 

The following are the different theories by various authors of different periods. 

 

3.4 MASLOW’S NEEDS HIERARCHY THEORY 

Need hierarchy theory was developed by Abraham Maslow during 1940, and published 

in 1943. This hierarchy was drawn chiefly from his (Maslow) clinical experience. After 

the research, Maslow thought that a person’s motivational needs could be in a 

hierarchical manner. Maslow believed that one a given level of need red to be activated 

in order to motivate the individual (Amico, 1981, p201). Maslow identified four levels 

in his need hierarchy which are as under:- 

Physiological Needs 

This is a basic most level in hierarchy need Of Maslow’s theory. The needs of 

hunger, thirst, sleep and sex are some examples of that level. According to 

Maslow these elements cannot motivate in longer terms” (Amico, 1981, p202). It 

means for example. If one person eats a mango than second and soon, but when 

his needs were satisfied that he cannot strive to again eat more. Thus he cannot 

motivate because his basic needs were completed. Furthermore, only the next 

higher level of needs will motivate him. 
 

Safety and Security Needs 

Now, we know that this is the second level of Maslow’s need hierarchy theory. 

This set of needs involves meeting threats to the well-being of the individuals, 

such as extremes of temperature, wild animal, assault, murder, Tyranny or any 

of a wide range of causes for insecurity. Here Maslow stressed emotional as well 

as physical safety. The whole organism may become a safety-seeking 

mechanism. 
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Social or Love Needs 

This is an intermediate level of needs loosely corresponding to the affection and 

affiliation needs. Sex is a most basic need. Therefore, there are Maslow’s means 

of love in the sense of belonging. These needs could be addressed through 

friends, spouses, children’s, parents and several of group membership. 
 

 

Self-actualization 

This is the highest level in Maslow’s hierarchy and we can achieve it only when 

all of the lower intermediate and higher needs are met Self – actualization is 

closely related to the self-concept. In effect, self-actualization is the person’s 

motivation to transform the perception of self into reality. 
 

3.5 BEHAVIORAL / RE-ENFORCEMENT THEORY 

One of the earliest theories of motivation grew out of the work of prior and later 

Edward-Thom like and B. F. Skinner. These researchers studied animal and human 

behavior and formulated theories based upon a stimulus and response and 

conditioning. The mentioned below figure shows the behavior accordingly as 

motivation. Under this theory, human behavior can be conditioned or changed. If, for 

example, subordinates are given a positive reward for acceptable performance, and 

negative treatment punishment or criticism for unacceptable performance, their 

behavior on the job can be modified. Thus, according to behavioral/ re-enforcements 

theories, “high output in achieved through a system of rewards and punishment” 

(Silver, 1981, p347). Bonuses, compliments, special favors, and privileges are given to 

reinforce desired behavior. With drawl of privileges, criticism, or verbal reprimands are 

used to discourage undesirable behavior.  
 

 

 3.5.1 The Two-Factor Theory by Herzberg 

Frederick Herzberg (1959) expounded his theory that indicated two important 

factors are at work. One is Motivation factor, related to the content of the job 

and it brings satisfaction. The second is Hygiene factors, related to conditions of 

work  can be sources of dissatisfaction are satisfaction. 
 



102 

 

Motivation Factors 

Every job has elements which are motivational in nature. These elements are 

intrinsic to many of the job and produce feelings of achievement, satisfaction, 

self-worth and responsibilities. Herzberg’s motivation factions, when present in 

the work, add to motivation. So, their absence does not create dissatisfaction, in 

most cases. 
 

Hygiene Factors 
 

For every job there certain related factors that deal with the context or 

conditions, under which the job holder performs Herzberg advocate, these are 

important elements, since when not appropriate negative impact on one’s 

performances. Examples of Hygiene factors are job security and benefits. 

Company policies the attitude of the supervisor and pay. 
 

3.5.2 McGregor’s “X” and “Y” Theories 

Douglas McGregor’s theories of motivation are based upon attitudes displayed 

by managers. According to his standpoint, two assumptions of human 

motivation are evident among managers. If trade and industry or for that matter 

any discipline. Under the ‘X’ theory, human beings exhibit a basic dislike for 

work and the expenditure of effort. People must be coerced, controlled, and 

threatened into predicting. Under the x theory, subordinates must continually be 

pressured into working. Further, it is assumed that the average human being 

does not want to be self-directed and prefers to be directed by others and that 

more value is placed upon security that upon taking responsibility. 

According to ‘Y’ theory, work is as natural as play. The human organism not only 

accepts the need to work but actually seeks it. Thus people do not need to be 

controlled or coerced into action. Instead, they prefer self-direction and, under 

the proper conditions, seek responsibility. The need for achievement in most 

people is greater that their need for security. A high degree of imagination and 

creativity is found people and is not limited to gifted few. 
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3.5.3 Equity Theory 

According to this theory put forth by Stacy Adams, the level of motivation in an 

individual is a direct result of his or her perception of the fairness or equity in 

his, her relationship with the manager or the organization. This theory 

advocates, “the greater the degree of fairness, the greater motivation and vice-

versa” (Silver, 1981, p353). Thus the motivation level is a function of perceived 

fairness. For example, an employee who feels that his or her contribution is of 

greater worth than a better-paid colleague feels an inequity. This feeling may 

exist even if the favoritism not actually was shown. Therefore, the individual 

should be reprimanded or rewarded the same as other for similar actions; 

otherwise, this sense of inequity will affect the individual’s behavior. 
 

3.5.4 Expectancy Theory 

This theory becomes evident through Victorvroom. According to him, there is a 

direct relationship between the level of motivation, the importance of the goal, 

and the expectation of achieving. In management terms, one can expect a high 

level of motivation from subordinates where organizational goals are 

reasonably in line with their personal goals. “High motivation results, where 

there is a good possibility these goals can be achieved” (Silver, 1981,p355). 

Therefore there is a high degree of motivation once the goal is achieved, 

however, if the little chance of achieving the goal than the level of motivation is 

found low. 

 

3.6 ISSUES AND METHODS OF MOTIVATION IN ORGANIZATIONS 

It can be comprehended from the study of the theories of human motivation that these 

theories are firmly founded on observations of human behavior, defined broadly to 

include thoughts or actions, of all the theories described, Herzberg’s has had the widest 

application because it provides highly visible and specific procedures that can be 

embodied in training programs and total organizations approaches leadership and 

managerial styles, such as those of organization development. We know that motivation 

also remains a continuous problem because for most people it is not fully achieved. 
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“Skilled can be more readily motivated than unskilled once because for them the 

intrinsic factors are greater” (McFarland, 2002, p555). The changing of motivating 

managers to their peak performance are similarly greater than for rank and file 

workers because the former have different definitions and goals for occupational 

success and then to have higher levels of aspiration. Employees face many demands 

upon their time, loyalties, and energies. “the organization is not only the agency making 

these demands, thus the employee faces multiple interests as ideals, family, friends, 

community and religious groups and other organizations all have expectations” 

(McFarland, 2002, p924). The overall, to motivate others, the managers themselves 

must be will motivated so that the desire for accomplishment it pervasive. The skills of 

leadership and human relations provide useful ways of motivating others. By setting an 

example, managers demonstrate the value of motivation. A manager who understands 

his subordinates, their needs, and their sources of job satisfaction can provide the 

conditions of effective motivation. The following are the points, which are well known 

by the managers, for the solution of the problems of motivation. 

A glimpse on the above theories of needs and motivation reveal that motivation of 

employees is associated with the degree of satisfaction at workplace. Commitment also 

requires satisfaction in terms of meeting basic demands of employees to a certain level. 

Once this satisfaction is acquired, the employees can be effectively motivated to 

perform better and stay loyal to their organizations. 
 

 

3.6.1 Reward and Punishment System 

Policies and procedures for motivation are selected and adopted by every organization 

in order to keep an effective control on the behavior of its members. A positive 

behavior can be rewarded by giving fringe benefits etc. A negative sort of behavior can 

be restrained by applying various forms of punishment, e.g. reduction in pay, 

admonition, layoff, expulsion from human resource service and other disciplinary 

actions so as to maintain such conditions and environment that could bring about 

better understanding of the function of reward and punishment system in the 

motivation process. Where the sources of reward and punishment are not within the 

direct control or influence of managers, then the informal rewards can be adopted. 
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Whereas informal rewards are ideally devised for genuinely unusual efforts, they are 

often granted or other reasons, some of which are taboo. For example, they may be 

given in lieu of a promotion or salary increase that could not be granted; as a bonus for 

doing unpleasant or low prestige or not generally liked things; as an opiate to offset 

political, policy, or status defects; as a conciliation to irate colleagues or subordinate; as 

a way of getting around formal wage maximums; or as a reward for collusion in the 

operation of the unofficial reward system (McFarland, 2002, p924). 
 

3.6.2 Monetary Rewards 

Pay is often considered to be the primary motivating force, particularly for rank-and-

file workers. If we assume that money is the sole or even primary motivator then we 

perceive that it was shown by researchers by error as the sole or even primary 

motivator of human relation movement. Herzberg saw this phenomenon in placing pay 

among the hygiene factors rather than the motivating factors. Hence it is necessary to 

establish systematic procedures and concepts to maintain the monetary reward system 

in an equitable manner. Bonus offers, profit-sharing, stock ownership, and other firing-

benefits have fairly been a successful mode of motivation for managers. The profit 

sharing and stock ownership have been helpful for Rank-and-file employee motivation. 

Bonus plans have been effective in many companies. One of the most widely used 

methods of motivation in manufacturing firms is the “Scanlon plan” devised in the 

1930s by a steel worker named “Joe Scanlon” (McFarland, 2002, p.924).This plan 

embodies a company-wide effort to increase productivity and to share the benefits of 

the increases with all employees. 

 

3.6.3 Motivation Process 

It may be claimed that motivation is not something that can turn on and off at will, nor 

can it be thought of solely as an internal pushes which “will out” regardless of 

circumstances instead. The rater is a process in which the learner’s internal energies 

are directed toward various goal objects in his environment. Motives arising from our 

basic needs are energies which give direction and propose to behavior. It should be 

understood, however, that complex behavior does not usually spring from a single 
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need. For example, John who is editor of his school paper may spend a good deal of time 

and energy in the newspaper office; he may even work long hours after school. This 

activity may relate to a number of needs. Growing out of this activity are satisfactions of 

the need for status and for feeling important, the need for social approval from other 

staff members and the teacher and parents, the need for heterosexual adjustment, the 

desire for independence, and possibly many others factors. Furthermore, the 

newspaper writing and attendant activities may provide a needed release for tensions 

which have been built up in other situations. Needs which is powerful spring of 

behavior when properly harassed become diverted into many channels some of them 

are undesirable and operate at cross purposes with the aims of the employee of the 

PSO. 

 

3.7 EXTRINSIC VERSUS INTRINSIC MOTIVATION 

There are a number of phenomena of motivation while there are many theories that 

discuss the motivational concept of employees. Intrinsic and extrinsic motivations are 

the most common type of motivation which will be discussed in the text coming up 

later in this thesis. However, all types of theories presented about motivation are not 

obsolete they are still working about the doctrine of motivation. Some of the commonly 

accepted terminologies are the intrinsic and extrinsic motivational factors which are 

being discussed as follows.  

 

3.7.1 Intrinsic Motivation& its Mode  

This is the type of motivation which always comes from the inner side of the 

individual, this based on personal achievements and interest of individuals 

obtains from practicing certain things. This is the force which always comes 

from personal interest example can consider in this regards that if somebody 

loves reading the books he will visit the library by his own his interests he will 

try to find out the best available books by putting his level best. This type of 

motivation is very crucial in today’s era. If we associate the motivation with 

organizational performance then the working environment and relationship 

within the employees and management should be very smooth and friendly. It is 
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necessary that the workforce develops their own interest in performing the 

assigned task by owing that task.  In PAF and PSO provides great opportunities 

for their employees few enlisted below are the mode of intrinsic motivation in 

both PAF and PSO:- 

 Status co  
 Inland-abroad deputation 
 Higher Education programs from foreign universities 
 Excursion trip planed for employees & their families  
 Well balanced leave plan  
 Medical / assistance to employees & their families. 
 PAF also extend free traveling facilities to the employees, their 

children & parents also. 
 

3.7.2 Extrinsic Motivation 

This is the type of motivation which is directly linked with outside features that 

are become a reason of motivation for the individual. These features are physical 

exist like, promotion of individual, some sort of bonus, leave, recognition, 

appreciation letter, fame etc. All the achievement which can exist physically falls 

under the heading of extrinsic motivation.  However in PAF it is more attractive 

for the reason that some people are motivated by uniform. 
  

3.8 THE EMOTIONAL ASPECTS OF MOTIVATION 

It is a fact that motivation always involves an affective component. Tension release 

when a student has achieved his/her goal, or the frustration if (s)he is unable to do so. 

So are the circumstances which give rise to feelings and emotions of employees from 

the point of view of this study. If we consider a school child as being under a strong 

impulsion towards his/her goals selected for him/her by the teacher, there are a 

number of possible events which may lead to emotional states. Due to lack of ability or 

training or because of the nature of the task when a child is unable to perform 

satisfactorily, strong motivation towards the goal which the task is expected of, may 

lead to anger, displaced aggression and feelings of inferiority as shown in the following 

experiment. Dembo’s experimental method consisted in confronting her subjects with 

an impossible task and demanding completion forms them. Her experiment lasted 

between one and two hours and was usually continued on the following day. The 

experimenter result and some of the anger and aggression which school children 
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display under similar circumstances. The community is full of challenging problems 

and opportunities for learning, and when students are allowed or encouraged to tackle 

these problems, their interest and enthusiasm may be tremendous. Following is one 

example of this kind of well-motivated activity in operation. In a class discussion, it 

came to light that over half of the persons present in class had malaria. The students 

were amazed and began to wonder whether they were truly representative of the 

population of Tuscaloosa. A visit to local health authority revealed a lack of reliable 

date. By this time class interest was so high that the students proposed to secure 

answers to their questions through a direct survey. Accordingly, a questionnaire was 

drawn up and plans for administering it were discussed in detail. However, the city was 

large. What was an adequate sampling? How the information should be gathered? 

These were important questions to be satisfied before the survey was started. Finally, it 

was decided that the students would secure training in interview techniques in schools 

and then visit every fifth house in the city with their questionnaire. The dates were 

compiled and charts were drawn. The class found that they were an atypical group. 

However, the rate of malarial infection was so high that students decided to take some 

steps to improve the situation. The class studied causes and remedies for malaria and 

prepared literature for distribution in the school and community. The findings of the 

study were submitted to the local board of health and to the city newspaper, and 

complete report of the study was placed in the high school library. This proved to be an 

effective example of motivation. 

 

3.9 SUMMARY OF THEORIES 

While concluding the employees’ motivational theories, they might vary in nature and 

having different meaning. But it is pertinent to mention that they all are almost sharing 

some common characteristics, as motivation can arise from intrinsic (internal) factors 

or extrinsic (external) factors and these theories have so far proved the value of 

intrinsic motivation from person’s perspective rather than extrinsic example, example 

as money.  Maslow’s Needs Hierarchy Theory, Behavioral / Re-Enforcement Theory, 

The Two-Factor Theory by Herzberg, McGregor’s “X” And “Y” Theories and Vroom’s 
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Expectancy theories have been chosen as the basis for the current research study 

because of their strong connection & their supporting role with each other. Out of them 

three theories are sharing comparable outcome that attitude of the employees’ has a 

great influence on the administration of activities and results.  As per the Maslow it is 

mandatory that each individual must fulfill the basic level of need before proceeding 

further to higher ones; and the best is to achieve and satisfy the highest level of self 

actualization in hierarchy. In parallel, Herzberg’s theory states that people are not 

satisfied the lower level of need at workplace however they got satisfaction only by 

achieving the psychological need of achievement, responsibility, recognitions, growth, 

advancement and nature of work itself.  Vroom’s model also suggests the dependence 

of a persons’ work on intrinsic motivation as mentioned efforts.  
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CHAPTER 4 

RESEARCH METHODOLOGY 

4.1  RESEARCH METHODOLOGY 

“Research methodology is a way to systematically solve the research problem” 

(Kothari 1985).  In other word, it states as it is a process of how scientifically research 

is carried out.  It is very important for the researchers to not only know about the basic 

application of research but also it must be relevant to the objective of the study, 

meanings, and indications ,reasons of selection of specific research technique. As every 

problem might have different approaches in order to understand the theoretical and 

conceptual background of the variables.  Keeping in view the importance of the issues 

of motivations of the employees of the Pakistan Air Force and Pakistan State Oil, the 

following methodology was adopted for the research study: 

 

4.1.1 Literature Review  

In this research literature review, purpose of this literature review is to 

communicate the reader about the knowledge and ideas that have been already 

available and established for the subject topic, strengths and weaknesses of the 

topic. Literature review is a defining concept as research objectives and issues 

that are discussed in detail, especially the theories concerning the research 

study are deliberated at length and the work done on similar subject by other 

researchers and scholars. Inclusion of their opinion and findings was 

considered important to support this research endeavor. 

 

4.1.2   Observational Method 

Observational method was also exercised in the research in order to understand 

the behavioral patterns of employees, objects and happening they met at 

workplaces. In this practice, there was no need of any formal or informal 

communication or argument with the people. This method was considered of 

assistance because various researchers use observation as a method of data 

collection either by witnessing and recording information while watching 
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events take place or by taking advantage of some tracking system such as check-

out scanners or Internet activity records. Observational studies gather a wide 

variety of information about behavior. There are many observable phenomena: 

physical actions verbal behavior expressive behavior, facial expressions, 

(Investigation of secondary data also uses observation) – all related to 

employee behavior, performance and also employee motivation. 

 

4.1.3 Interviewing / Questionnaire  

A structure questionnaire was prepared which comprises of the instrument 

used for the study. The measurements were based on Motivation Questionnaire 

(MQ) SHL’s Online Assessment System was used. The Motivation Questionnaire 

(MQ) consists of 19 items for Motivation as source of morality and productivity. 

Before adopting the questionnaire reliability of  the questions were established. 

Table I shows the Cronbach alpha values for motivation 0.73 which indicates 

that there is reliability in the responses gathered for the study.  Interviews of 

respondents were conducted placing suitable questions for the purpose of 

acquiring pragmatic and realistic responses towards data collection.  The 

questionnaire was prepared with the questions strongly relating to the theme of 

the research. Great care was taken to ascertain that no question would cause 

any embarrassment to any respondent with regard to privacy, prestige, honor 

and self-esteem. Ethical considerations were kept well in view in this concern. 

The population for the current study is based on Public sector organizations of 

Pakistan (PSO & PAF) and as per available record more than 15000 employees 

is currently working. However, for the current study all three level of 

management i.e. (top, middle and lower) were studies and analysed. Keeping in 

view of the workload and availability of employees’ total 300 were selected and 

questionnaires were distributed. Total 200 were found correct with complete 

data and were included for the analysis to test the mediating relationship 

between variables thus representing 66% response rate.  
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4.1.4   Survey 

Survey was considered appropriate so that the respondents could give their 

independent opinion to research questions. The surveys were carried out 

among different employees in many areas of work in the PAF and the PSO. 

4.2 SAMPLING TECHNIQUES 

Stratified sampling technique has been utilized in this study. The questions were 

included to cover adequately different areas of workplace to investigate the impact 

different variables for motivation as an instrument of enhancement of morality and 

productivity of overall organization.  

4.3 CONCEPTUAL FRAMEWORKS 

This study observed the relationship between the motivational applications/tools and 

their impact on the organization developments leading to improved productivity and 

encouragement in moral and ethical values among the employee of the employees. 

Following are the few initiatives that were taken for making contribution in 

motivational strategies for employees and their impact on organization performance 

and individual behaviors towards the morality. Moreover, following elements were 

kept in mind while perusing the research:- 

 Level of Motivation amongst the employee’s 
 Motivation and morality 
 Motivation and productivity 
 Compensation and motivation 
 Organizational strategies 
 Managerial perspectives 
 Rewards management 
 Impact of stress on employee’s motivation and organizational 

productivity 
 

4.4 VARIABLES 

 4.4.1 Independent Variables 

In this research 20 variables were selected as Independent Variables. 

4.4.2 Dependent Variables 

‘Motivation enhances the morality & productivity’ was selected as dependent 

variable.  
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4.5  HYPOTHESES 

 4.5.1 Null Hypothesis  

Motivation to enhance morality and productivity is not a dependent variable. 

4.5.2 Money and Motivation 

 This is a relationship which shows that money becomes a source for enhance of 

 motivation, morality & productivity at workplace. 

 4.5.3 Rewards and Comfortable Environment 

There is a relationship between a comfortable work environment and enhanced 

motivation, morality and productivity at workplace. 

 

4.6 DEFINITIONS OF THE KEY TERMS 

4.6.1 Motivation  

Motivation is concerned with the factors that influence people to behave in 

certain ways. There are three components of motivation: direction, effort and 

persistence. Motivation takes place when people expect that a course of action is 

likely to lead to the attainment of a goal – a valued reward that satisfies their 

particular needs (Armstrong, 2002). Motivation is a force which brings changes 

and driveway in which urges, drives, desires, aspirations, strivings or needs 

influence the choice of alternatives in the behavior of human beings. 

4.6.2 Organizational Development 

Organizational development is the process that applies a broad range of 

behavior science knowledge and practices to help organizations build their 

capability to change and to achieve greater effectiveness, including increased 

financial performance, employee satisfaction, and environmental sustainability 

(Cummings & Worley, 2013).  

4.6.3 Compensation  

Compensation is any reward or payment given to a person for services 

performed. It includes, but not limited to, direct or indirect financial rewards. 

Managers typically define compensation as the package of financial rewards – 

wages, salaries, commissions, and bonuses, plus insurance and other types of 
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indirect monetary benefits – provided to employees for their services (Caruth & 

Handlogten, 2001). 

4.6.4 Reward 

Rewards can be monetary/non-monetary. A reward may be anything tangible or 

intangible that an organization provides to its employees either inte3ntionally 

or unintentionally in exchange for the employee’s potential or actual work 

contribution, and to which employees as individuals attach a positive value as a 

satisfier of certain self-defined needs (P., Johns, R., O’Leary, P., Plimmer, G. and 

Robinson, J. 2007). 
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CHAPTER 5 

RESULTS & DISCUSSION 

 

5.1 INTRODUCTION 

The statistics of this study has been collected by following the interviews and questionnaire 
methodologies. In this regard, a questionnaire was prepared and distributed among 200 
respondents. Of these questionnaires, 120 were filled by middle level administrators and the 
rest of 80 respondents from senior level management were interviewed personally by the 
researcher. The larger number of sample forwarded to middle-level management was due to 
more involvement of that level of management in organizational functions and more 
interactions with lower level management.  They were basically tested and more focus was 
given to them to discuss their managerial techniques regarding the motivation and how do 
they plan for these for better future of the organization. Moreover, they have been asked to 
suggest their techniques which are in practice in their organization. 
 

5.2 RELIABILITY TESTS OF INDEPENDENT VARIABLES 

Cronbach’s alpha was primarily formulated by Lee Cronbach in 1951 to develop a 
measurement to validate the ‘internal consistency’ of the test or the scale. It is generally 
articulated between the values 0 and 1 the 20 items were selected to check the reliability of the 
process.  It is stated that the number of items in a test, the interrelatedness of items as well as 
dimensionality significantly influence the alpha value. Different authors report different values 
of the alpha such as 0.70 to 0.95 (Tavakol and Dennick, 2011), George and Mallery (2003, p. 
231) suggest the following rules of thumb for assessing Cronbach’s alpha as “0.9 is Excellent, 
0.8 is Good, 0.7 is Acceptable,  0 .6 is Questionable,  0.5 is Poor and below 0.5 is Unacceptable”. 
If the Cronbach’s alpha coefficient is closer to 1.0, this will exhibit a greater internal 
consistency of the selected items in the scale (Gliem & Gliem, 2003).  In order to achieve 
specific desirable outcomes some of the ambiguous questions were need to be omitted and/or 
rearticulated so that validity of questionnaire can be enhanced and achieve the desirable 
results. The Cronbach’s alpha was found to be 0.733 which shows that instrument is valid and 
reliable for the conduct of further data.      

 

Reliability Statistics 

Cronbach's Alpha No of Items 

0.733 20 

 

5.3 METHODICAL RESULTS OF MULTIPLE REGRESSIONS 
5.3.1 Descriptive Statistics 

 
 
 
 
 

Bootstrap Specifications 

Sampling Method Simple 
Number of Samples 1000 
Confidence Interval Level 95.0% 
Confidence Interval Type Percentile 
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Descriptive Statistics 

 Statistic 
Std. 

Error 

Bootstrapa 

Bias 
Std. 

Error 

95% Confidence 
Interval 

Lower Upper 

Does money play vital 
role for employee’s 
motivation? 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 616.00      

Mean 3.0800  -.0024 .0742 2.9401 3.2300 

Std. 
Deviation 

1.05316  -.00295 .04723 .95403 1.14380 

Variance 1.109  -.004 .099 .910 1.308 

Kurtosis 
-.369 .342 .005 .168 -.673 

-.012 
 

Does Motivation play a 
vital role for the 
enhancement of Morality 
& productivity? 

N 
200  0 0 200 

200 
 

Minimum 1.00      

Maximum 5.00      

Sum 611.00      

Mean 3.0550  -.0010 .0737 2.8951 3.1950 

Std. 
Deviation 

1.03796  -.00217 .04303 .94686 1.11635 

Variance 1.077  -.003 .089 .897 1.246 

Kurtosis -.593 .342 .006 .156 -.842 -.227 

How effective are reward 
awards such as Employee 
of the Month? 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 624.00      

Mean 3.1200  -.0023 .0885 2.9401 3.2899 

Std. 
Deviation 

1.23011  -.00238 .04370 1.13687 1.31416 

Variance 1.513  -.004 .107 1.292 1.727 

Kurtosis -.986 .342 .008 .100 -1.150 -.762 

Management has created 
an open and comfortable 
work environment 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 629.00      

Mean 3.1450  -.0004 .0817 2.9801 3.3150 

Std. 
Deviation 

1.16652  -.00211 .04427 1.08026 1.25368 

Variance 1.361  -.003 .103 1.167 1.572 

Kurtosis -.790 .342 .006 .125 -1.008 -.513 

Employers not recognize 
all employees equally? 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 647.00      

Mean 3.2350  -.0020 .0789 3.0850 3.3899 

Std. 
Deviation 

1.09351  -.00250 .04642 1.00072 1.18183 
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Variance 1.196  -.003 .101 1.001 1.397 

Kurtosis -.518 .342 .005 .150 -.774 -.182 

You are fully appreciated 
and praised in the work 
done you done 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 615.00      

Mean 3.0750  -.0020 .0858 2.9150 3.2499 

Std. 
Deviation 

1.24786  -.00365 .04612 1.14909 1.33411 

Variance 1.557  -.007 .115 1.320 1.780 

Kurtosis -.948 .342 .011 .122 -1.155 -.683 

Impact of incentives on 
employee’s productivity? 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 597.00      

Mean 2.9850  -.0031 .0872 2.8100 3.1500 

Std. 
Deviation 

1.25805  -.00490 .04401 1.16378 1.33668 

Variance 1.583  -.010 .110 1.354 1.787 

Kurtosis -1.057 .342 .015 .093 -1.214 -.853 

Your organization gives 
feedback to its employees 
on every assigned task. 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 610.00      

Mean 3.0500  -.0065 .0828 2.8750 3.2050 

Std. 
Deviation 

1.18936  -.00293 .04174 1.10172 1.26481 

Variance 1.415  -.005 .099 1.214 1.600 

Kurtosis -.922 .342 .005 .097 -1.094 -.711 

Responding of 
employee’s to different 
incentives? 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 653.00      

Mean 3.2650  -.0022 .0811 3.1050 3.4149 

Std. 
Deviation 

1.11399  -.00174 .04570 1.02390 1.20461 

Variance 1.241  -.002 .102 1.048 1.451 

Kurtosis -.682 .342 .002 .141 -.928 -.377 

Supervisor has good 
relations with employees. 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 614.00      

Mean 3.0700  .0010 .0716 2.9200 3.2050 

Std. 
Deviation 

1.04910  -.00332 .04768 .95612 1.13591 

Variance 1.101  -.005 .099 .914 1.290 

Kurtosis -.335 .342 .008 .177 -.635 .055 

 Can an employee 
perform at his or her best 
output level? 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 634.00      
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Mean 3.1700  -.0001 .0728 3.0300 3.3199 

Std. 
Deviation 

1.03268  -.00340 .04541 .94566 1.11679 

Variance 1.066  -.005 .094 .894 1.247 

Kurtosis -.422 .342 .006 .169 -.715 -.064 

Organization is keen to 
give a fair opportunity 
for employees in 
complaints and 
suggestions. 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 631.00      

Mean 3.1550  .0001 .0783 3.0050 3.3149 

Std. 
Deviation 

1.12575  -.00453 .04516 1.02604 1.20899 

Variance 1.267  -.008 .101 1.053 1.462 

Kurtosis -.730 .342 .010 .129 -.956 -.444 

Employees are assigned 
various responsibilities 
according to their ability. 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 631.00      

Mean 3.1550  -.0020 .0756 2.9950 3.3000 

Std. 
Deviation 

1.04231  -.00443 .04216 .95656 1.12529 

Variance 1.086  -.007 .088 .915 1.266 

Kurtosis -.678 .342 .006 .133 -.925 -.386 

Organization allows 
career development 
plans for employees. 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 653.00      

Mean 3.2650  -.0016 .0850 3.1050 3.4300 

Std. 
Deviation 

1.18821  -.00288 .04866 1.09358 1.27661 

Variance 1.412  -.004 .115 1.196 1.630 

Kurtosis -.577 .342 .008 .168 -.871 -.210 

Organization grants 
certificates of 
appreciation and 
recognition of efficient 
employees. 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 590.00      

Mean 2.9500  -.0005 .0812 2.7950 3.1150 

Std. 
Deviation 

1.17234  -.00265 .04108 1.08901 1.25122 

Variance 1.374  -.005 .096 1.186 1.566 

Kurtosis -.976 .342 .009 .099 -1.139 -.759 

Participation and views 
of employees are valued. 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 562.00      

Mean 2.8100  -.0024 .0779 2.6500 2.9550 

Std. 
Deviation 

1.09998  -.00497 .04368 1.01252 1.18410 

Variance 1.210  -.009 .096 1.025 1.402 

Kurtosis -.728 .342 .010 .131 -.970 -.452 

Management gives N 200  0 0 200 200 
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importance to balancing 
my work and personal 
life. 

Minimum 1.00      

Maximum 5.00      

Sum 555.00      

Mean 2.7750  -.0007 .0760 2.6300 2.9250 

Std. 
Deviation 

1.08641  -.00353 .04327 .99718 1.17043 

Variance 1.180  -.006 .094 .994 1.370 

Kurtosis -.585 .342 .005 .142 -.823 -.260 

Organization also 
arranges learning 
programs for all 
employees. 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 592.00      

Mean 2.9600  -.0022 .0861 2.7900 3.1200 

Std. 
Deviation 

1.18974  -.00387 .04753 1.08882 1.27629 

Variance 1.415  -.007 .113 1.186 1.629 

Kurtosis -.811 .342 .014 .126 -1.031 -.536 

There is a positive 
attitude in the work 
environment. 

N 200  0 0 200 200 

Minimum 1.00      

Maximum 5.00      

Sum 617.00      

Mean 3.0850  .0017 .0708 2.9450 3.2250 

Std. 
Deviation 

1.01138  -.00299 .04431 .92099 1.09042 

Variance 1.023  -.004 .089 .848 1.189 

Kurtosis 
-.344 .342 .003 .165 -.631 .012 

Valid N (listwise) N 200  0 0 200 200 

a. Unless otherwise noted, bootstrap results are based on 1000 bootstrap samples 

Coefficientsa 
 

This output is simply providing the usual descriptive statistics for all nineteen 
variables.  
 
 
5.4 DISCUSSION & ANALYSIS 

5.4.1 MODEL SUMMARY FOR INDEPENDENT VARIABLES 

Model R R Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 

1 0.654a 0.427 0.362 5.32327 

 

Predictors: (Constant), Positive Attitude in the Work Environment, Appreciation & 
Praise, Granting of Certificates of Appreciation and Recognition to Efficient Employees, 
Importance given by Management to Balance Work & Personal Life, Good Relations 
between Employers & Employees, Employees Response to Incentives, Money as 
Motivational Factor, Fair Opportunity for Employees in Complaints and Suggestions, 
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Value of Employees’ Participation and Views, Open & Comfortable Environment for 
work Productivity, Incentives to develop Productivity at Work, Arrangement of 
Learning Programs for all Employees, Rewards as Motivational Factor, Employees 
Performance to enhance Output, Employees responsibilities as per their Abilities, Equal 
Treatment of Employees at Work, Career Development Plans for Employees, 
Appropriate Feedback to Employees. 
 

Model Summaryb 

Model R 
R 

Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 

Change Statistics 

R Square  
Change 

F  
Change df1 df2 

Sig. F 
Change 

1 
.329a .109 .020 1.04264 .109 1.224 18 

18
1 

.246 

a. Predictors: (Constant), There is a positive attitude in the work environment., You are fully 

appreciated and praised in the work done you done, Organization grants certificates of 

appreciation and recognition of efficient employees., Management gives importance to 

balancing my work and personal life., Supervisor has good relations with employees., 

Responding of employee’s to different incentives?, Does Motivation play a vital role for the 

enhancement of Morality & productivity?, Organization is keen to give a fair opportunity for 

employees in complaints and suggestions., Participation and views of employees are valued., 

Management has created an open and comfortable work environment, Impact of incentives on 

employee’s productivity?, Organization also arranges learning programs for all employees., 

How effective are reward awards such as Employee of the Month?,  Can an employee perform 

at his or her best output level?, Employees are assigned various responsibilities according to 

their ability., Employers not recognize all employees equally?, Organization allows career 

development plans for employees., Your organization gives feedback to its employees on every 

assigned task. 

b. Dependent Variable: Does money play vital role for employee’s motivation? 

 
5.4.2 Proof 

This output of model summary exhibits that the multiple correlation coefficients (R), 

using all the predictors (independent variables) simultaneously is determined as 0.654 

(R2=0.427) and the adjusted R2 is 0.362 which means that about 36% of the variation in 

the dependent variable (Motivation to enhance Morality & Productivity at Work) can be 

predicted by the independent variables i.e. Money as Motivational Factor, Reward as 

Motivational Factor, Open & Comfortable Environment for work Productivity and so on 

and so forth. 

 

5.4.3 ANOVA  
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Model 
Sum of 

Squares 
Df 

Mean  
Square 

F Sig. 

Regression 23.954 18 1.331 1.224 .000a 

Residual 196.766 18 1.087   

Total 220.720 199    

 

Predictors: (Constant), Positive Attitude in the Work Environment, Appreciation & 
Praise, Granting of Certificates of Appreciation and Recognition to Efficient Employees, 
Importance given by Management to Balance Work & Personal Life, Good Relations 
between Employers & Employees, Employees Response to Incentives, Money as 
Motivational Factor, Fair Opportunity for Employees in Complaints and Suggestions, 
Value of Employees’ Participation and Views, Open & Comfortable Environment for 
work Productivity, Incentives to develop Productivity at Work, Arrangement of 
Learning Programs for all Employees, Rewards as Motivational Factor, Employees 
Performance to enhance Output, Employees responsibilities as per their Abilities, Equal 
Treatment of Employees at Work, Career Development Plans for Employees, 
Appropriate Feedback to Employees. 
 

5.4.4 Proof 

Dependent Variable: Motivation to enhance Morality & Productivity at Work.  In this 
output, since α = 0.05 and p-value is 0.000 which is less than 0.05 also F=1.224. This 
indicates that we shall reject our null hypothesissince, at the 0.005 level of significance, 
there exists enough evidence to conclude that the combination of the predictors is 
significantly useful for predicting motivation (as a dependent variable), thus the model 
is useful. 
5.4.5 CO-EFFICIENT  

Model 
Un Standardized  

Co-Efficient 
Standardized 
Co-Efficient 

Sig 
Co Linearity 

Statistics 
B Std Error Beta  Tolerance VF 

Constant 2.573 .550 4.680  
Dependent Variable:      Motivation to enhance Morality & Productivity at Work 

This output of coefficients table indicates the un-standardized beta coefficients which 
are used in the prediction and interpretation. The standardized beta coefficients are 
used for comparing the effects of independent variables. The ‘t’ value and the sign 
opposite each independent variable indicate whether that variable is significantly 
contributing to the equation for predicting dependent variable from the set of 
predictors. Therefore, in accordance with the above output of coefficients; money, equal 
treatment of employees at work, appropriate feedback to employees, employees 
performance to enhance output and assigning employees responsibilities as per their 
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abilities are those predictors that are significantly contributing in the prediction of the 
dependent variable i.e. motivation to enhance morality & productivity at work.  
However, Tolerance results in this coefficient table are somewhat misleading. Though 
each independent variable (predictor) is significantly correlated with the dependent 
variable, some of the predictor variables such as rewards, open & comfortable 
environment for work productivity, appreciation & praise, incentives to develop 
productivity at work, employees response to incentives, good relations between 
employers & employees, fair opportunity for employees in complaints and suggestions, 
granting of certificates of appreciation and recognition to efficient employees, career 
development plans for employees, value of employees' participation and views, 
importance given by management to balance work & personal life, arrangement of 
learning programs for all employees and positive attitude in the work environment did 
not contribute much to the multiple regression predicting. Another reason is that all 
these fourteen measures were also highly correlated with each other whereby multiple 
regressions also eliminate entire overlapping between predictors as well. Further to 
this, since neither of the predictor variables has a variance inflation factor (VIF) greater 
than 10, therefore, this shows that there are no apparent multi-co linearity problems in 
the aforementioned output. 
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CHAPTER 6 

CONCLUSION & RECOMMENDATIONS 

6.1 CONCLUSION 

No doubt the concept behind the motivation in public sector organizations is quite 
remarkable as a calcification for this that few people always prefer and join the public 
sector organizations, maybe this concept is vague in nature. However, motivation 
exists in public sector organization but due to some subatomic elements is practically 
not possible to isolate and envisage.  The question arises here is that either it makes 
any visual difference. Analogous to the subatomic elements, till the time it could not 
identify, and at a minimum, honestly measure then it can only hypothesize about its 
potential effects. Based on current knowledge what we have, it is not a positive 
approach that some meaningful concept of public sector motivation can be 
qualitatively and quantitatively analyze and measure in the nearest future, moreover, it 
had happened that it would only display motivation characteristics. 
 

Data collection phase was very diverse in nature and it almost covered all 
questionnaires with interviews. The sample size was selected for the conduct of studies 
from lower, middle and higher level management. During the analysis many elements 
were found missing however in the case of Pakistan State Oil (PSO), there is a lack of 
communication amongst the employees and management. Most of the people did not 
know the rules and regulations pertaining to the organization. Most of the people 
responded to incentives, as there is less impact of incentives on employee’s 
productivity; however, it was revealed that most of the people who are hard worker 
are warmly attract themselves towards the incentives. Moreover, people found more 
concerned about the equal treatment in the organization. It is a reflection of equity 
theory that every individual wants his equal share of work; if he worked hard then he 
expects the same from organization to pay back to him as a reward. It is also pertinent 
to mention here that, people are not voluntarily asked for incentives but whenever 
they got the chance of incentive they availed the same without losing this opportunity. 
People wants to live in their comfort zone and don’t want to change their current 
position. The questionnaire also floated to the employees of Pakistan Air Force; during 
the analysis few things were founded. People are mostly found motivated and satisfied, 
the only difference in these two selected organization is one is defense organization 
and other is not. People in PAF are found satisfactory as PAF is providing them best 
available working environment. There are little weak areas but due to a status co, they 
may not hamper the level of motivation as such as compare to other civil organization. 
In Pakistan Air Force people are empowered and given equal right of participation in 
decision making. Most of the people during questionnaire compare themselves with 
other government organization in such way that they have the much-relaxed working 
environment and having equal or little greater incentives.  
 

Empowerment and recognitions play a vital role in enhancing the employee’s 
motivation towards the organization objectives. With the help of appreciation and 
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participation in working affair or organization employees can be internally satisfied 
with their jobs. Moreover, the organizational working condition is an essential element 
for boosting the moral of individuals. Moreover, equal opportunity is considered as one 
of the important motivational tools apart from the money.  The good working 
environment also has a great significance in motivation and is known as the stress-less 
environment. Those individual are highly motivated they perform their duties in the 
best interest of the organizational development which ultimately leads towards the 
prosperity, productivity, and organizational growth. Therefore it can be concluded that 
these two things i.e. employees’ motivation and effectiveness of the organization have a 
direct relationship. 
 

6.2 RECOMMENDATIONS 

Motivation, by and large, enhances the moral of people and inspires them at their 
workstation without the discrimination of the working classification between private 
and public sectors. The public sector jobs are to be considered more challenging and 
appealing by monetarily rewards but they are much loaded with liability and 
accountability. Full of independence and mostly well supervisorial and likely to pencil 
in good employees and presents them as well conversant and talent public servant and 
fully dedicated towards the given objectives.  
 

The sample size chosen for this study was based on the nature of the study, moreover, 
the theories discussed in this study were found very well relevant to nature and study. 
The main purpose of the selection of these theories was to make the study more 
relevant and understandable, fruitful and attractive.  Numerous factors which were 
considered more relevant for the study were chosen, however, more factors can also be 
added to understand the theme of motivation in various ways due to the vast domain 
of motivation. These factors have comprised the appreciation, recognition, and 
performance based reward in terms of monetary or performance appraisal, promotion 
to the next higher ranks, opportunities for training and development in career growth 
in an organization. 
 

Recommendations in context of PAF 

 PAF is a defense organization & having peculiar nature of job but people are 
willing to work in friendly environment, therefore, the top level management of 
PAF need to focus on the development of friendly environment culture. 

 People oriented approach is strongly recommended for PAF. 
 Job rotation in PAF is more frequent which needs some sustainability. 
 Area wise deployment concept should be introduced, therefore host area 

personnel feels more comfortable and focus on job.  Moreover, with this practice 
the availability of employees at their workplace can be increased which is 
ultimately enhance the motivation, morality & productivity at workplace. 

 Most of the employees need attention for the recognition for their employers for 
the production of quality work. This system helps to identify the best employees 
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who worked hard to perform the best job and produces quality of work. In PAF 
the organization need to be more focused on recognition and reward to the right 
person. This method will encourage those who worked hard and their 
motivation level will enhance which ultimately increase the organization 
productivity. Public recognition is another factor which enhances the worker 
productivity.  

Recommendations in context of PSO 

 It is suggested that the gap in communication process amongst the top level 
management & workforce should be the focal point for future approach to 
develop ownership culture. With this approach employees will be motivated as a 
result morality & productivity will increase at workplace. 

 There are many way to help the employees to enhance their morality at work 
place. These different factors always are a source of attraction to drive and 
influence the employees in different direction if the motivational strategies 
utilize to encompass the different techniques for enhancement of employees 
morality.  Although PSO is highly strategies oriented but they need to be more 
precise in the application of strategies.  

 Performance & appraisal system need little more attention. 
 Political influence should be at minimum level and need complete elimination 

from PSO. 
 Customer services relation department need some more attention in order to 

develop positive image of PSO. 
 Employees should be trained and equipped them with the latest developments 

for enhanced morality and productivity at the workstations. 
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CHAPTER 6 

THE ROLE OF HUMAN RESOURCE PRACTITIONERS& 
STRESS MANAGEMENT IN EMPLOYEE MOTIVATION AT 

WORK STATIONS 
 

6.1 THE ROLE OF HR PRACTITIONERS 
 

Departments of Human Resource Management in the two organizations under study 

i.e. Pakistan Air Force and Pakistan State Oil, are entrusted with the vital task of 

selecting suitable candidates to be trained as an officers, airmen (PAF) and civilian 

officers in all departments of the.  In order to fulfill this responsibility, the HR 

practitioners endeavor to develop, administer and validate a number of diversified 

tests which are used as an integral part of the selection/motivation cycle.  These tests 

are administered at the organizational level to motivate the employees.   For this 

purpose, the HR practitioners have been assigned a supervisory role for smooth 

conduct of the entire process.  Department of HR makes consistent efforts to improve 

the process of recruitment, selection, compensation and motivation for the 

enhancement of morality and productivity through research and follow up studies. 
 

The employees of any organization are considered as the most potential asset of the 

organization. To manage the workforce for internal effectiveness is not so simple. In 

fact it is a challenging job. It is the HR practitioners who examine the efficiency of 

organizational HR assets. In today’s era of science and technology and competitive 

environment, sustainability of the latest trends and development is the most important 

task for the managers. It is their prime responsibility to manage the workforce as per 

required challenges and re-orient their employees according to the required challenges. 

In order to compete with global challenges and economics, it is the basic responsibility 

of HR-Practitioner to stay in touch with and to live up to the forthcoming challenges 

and latest trends and development in the field of Human Resource. This objective can 

be only achievable if the HR Practitioners equip themselves with the latest 

development and challenges and they have the capabilities to compete with the latest 

trends and development in the domain of HR. Training and development play a vital 
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role in the progress and uplifting of an organization. The forecasting of the training 

requirements for the organizational employee and training aids need to be provided to 

the employees as the prime responsibility of HR practitioners. However, in order to 

fulfill the employees’ needs the HR-Practitioners must first equip them with the latest 

developments in their respective areas of profession. The training and development 

apart from the grooming are not possible without the proper grooming and education 

of the HR practitioners. These HR practitioners play apivotal role in different domains 

as catalyst for change and strategic partners. It is also their responsibility to remain 

focused on the organization for the development and improvement of the relations 

amongst the people of the organization. However, the role of HR Practitioners in 

Pakistan was not up to the mark in the last few decades. However, now this domain has 

shown repaid developments. HR practitioners started the actual practice which was 

required to gain the confidence and trust of the employees.   Now-a-days, the 

organizations are more focused on HR function with the expectations of delivering 

beyond the administrative services and cost effectiveness. Moreover the HR 

Practitioners, they have to provide the expertise to influence the human capital for the 

better progress, cost effectiveness and productivity of the organization. The role of 

Human Resource managers has also changed and got considerable attention as a 

strategic business partner as the organization has created new competitive era for HR 

Practitioners as well in this era of competition due to these competitive forces. These 

competitive edges created an opportunity for HR practitioners to re-structure the role 

and task of Human Resource Functions to become a sustainable particle globally. 

Moreover, the expectations level levied by the organization on them has made them 

more conscious for continuous evolution in their role and how they can produce better 

results in HR functions to adding more cost effectiveness, moral boosting of employees 

and productivity. This should be the trade of Mark for HR practitioner that they should 

not be judged by what they are doing but what they have put in the best as a whole for 

the excellence of the organization. A number of studies would have been carried out in 

history to analyze the HR Practitioners worth, their future capabilities, and 

expectations with a comparison of different challenges. However, the researcher chose 

this heading for his current research to analyze the capability level of the HR 
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practitioners engaged in public sector organization of Pakistan where politics plays a 

more effective role than that of the HRM. Moreover, study on the capabilities of the HR 

managers and their match with the organizational objectives with current role and task 

according to the requirement of employees and customers. At the end the researcher 

would be able to add more values and will provide with more informative material for 

the reader and how changes has taken place and what is required to take place in this 

era in public sector organization of Pakistan and what is their role for employees to 

motivate them to guide them for enhancement of their moral and organization 

productivity. Both the PAF and the PSO have their separate HR departments which are 

closely monitoring the employees’ activities and plan the way forward to help these 

employees get motivated, and assist them in enhancement of morality and productivity 

at workplace – a key factor toward achievement of organizational objectives.  
 

6.2 STRATEGIC ROLE OF HR PRACTITIONERS 
 

The philosophy of Human Resource practitioners aims to attracting, developing and 

retaining the best human capital and retaining them to produce future leaders to 

achieve the leadership for the business in line with the organizational objectives. The 

HR practitioners in PSO focus on human part of HR and put their best to develop their 

best employees/personnel-oriented culture at their workstations. They ensure the 

development of their employees at both personal and professional levels and maintain 

the best standards of their works force. The role of HR practitioner is based upon the 

recruitment and selection of best tune up and defined talented human asset. An HR 

practitioner polishes and develops staff skills choosing the right person for right place. 

They develop quick response time to lean effective structure while focusing on the 

organizational objectives. One of the focal point of HR practitioners is to empower the 

employees. In the current time frame, the strategic role of Human Resource 

practitioner is considered as professional, and those professionals are able to develop. 

HR practitioners plan accordingly and then execute and implement the variety of 

organizational activities that activities are related to the performance of the 

organization. HR customs, norms and policies always have the limitations on the 

performance of organization and HR personnel must have the strategic choice while 
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making and any decision regarding any employment structures. It is the key 

responsibility of HR Practitioners that they have to be very practical and sustainable in 

their decision making. This confidence on HR practitioners will increase their level of 

confidence, their willpower for opting for new responsibilities and expectations for the 

functions of Human Resource.  At the end of the day,this HR personnelbecomes the key 

staff in administration team of organizational management. Now it is the 

organizational responsibility to provide them the basic guidelines and knowledge of 

the relevant area to prove themselves and effective asset for the organizational 

performance. This new and emerging approach to formulating the HR policies and 

practice has led to a new strategic value to a human capital asset of the organization 

and termed as ‘strategic human resource management’ (SHRM). Now it is the 

responsibility of HR personnel to put in their best in their level of expertise to assist 

the human capital to adjust in a different domain of marketplace and is equipped with 

the latest trend changer technologies to change the organization current values and 

cultural structure for the sustainability and improvement of organizational strategies.  

Moreover, few salient features are enlisted below as: 
 

 Induction of quality human resource (Uniforms) 

 Induction of quality human resource of civilians 

 Formulation and validation of Psychological Tests along with 

Research and Development in testing methodology 

 Carryout departmental Tests of trainees at different levels 

 Exercise functional control over both PAF&PSO 

 Carry out recruitment publicity allover Pakistan utilizing all 

available means through their recruitment departments 

 Ensure provisioning of policies for the enhancement of motivation, 

morality and productivity at their workstations 

 

 

6.3 ADMINISTRATION OF COMPENSATION AND BENEFITS 
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Human Resource practitioners are supposed to analyze the means and methods of 

compensation and administer compensation on fair basis as per the industrial 

standards or the organizational standards, depending on the nature of the organization. 

It would be highly beneficial and attractive for the employees to work efficiently. 

Employees will perform the given task with full motivation and energy for the progress 

of the organization. Human Resource practitioners are the people who will define the 

pay scale as per the working strategies, moreover, these are the people who analyze the 

plays and ensure its compatibility with similar scale and similar job. Association time, 

experience, education and course and another expertise level should be kept in mind 

and consider the similar aspects of the compensation of the employees.  
 

After spending time for the hiring process of employees, it is not only necessary that 

they get appropriate training for the subject job but also need to continue their growth 

in terms of training and development and equipped themselves with the latest trends 

and skills in their job.  Moreover, the training is the key element in employee’s 

motivation. Those employees who have the feeling that they have good training and 

developing their skills have a tendency to be happier than other in his job. He has the 

higher level of job satisfaction.  There are numbers of examples on training as mention 

below:- 
 

 Team building and leadership  

 Technical training 

 Policymaking 

 Character building 

 

Enhancement the level of production and employee motivation for the better 

performance of an organization is one of the most critical aspects and achievement of 

the business strategies. However, HR practitioners hardly realized that it is their prime 

mandate. A number of HR practitioners realized and accepted that formulation of 

policies and all governing rules pertains to this are the part of their job. These all 
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policies pertains the management of employees. It is very helping to motivate the 

employees that the Bonus and other compensation programs are in line with the 

market trends, irrespective of the worth of the performing task. Training tools are also 

tenable with the help of lowest cost source method with negligible consideration with a 

minor focus on employees would be the more beneficial and effective for the 

organization. Recruitment and selection are based on managing with the primary 

objective to minimize the cost, not enabling the capabilities of business strategies. It is 

the responsibility of HR practitioners to be more focused and concerned with the 

execution of transaction rather delivering productivity solution. If it is believed that the 

combined efforts of the HR practitioner are influencing the performance capability of 

the workforce with positive trend than it is understood that it the influence 

performance. One of the most important factors in a workforce management is the 

team productivity. HR practitioners have to pay more attention while hiring the team 

and the most difficult task is to retain and sustain the employee’s exceptional 

capabilities and their motivation. It is the manager and HR practitioners who will assist 

and motivate the employees for better performance and productivity. It is not possible 

that without a good manager an exceptional worker can perform the job with that 

enthusiasm. He needs proper guidelines, support, and direction for the performance of 

the job. There are other factors like trendsetting, diversity management, stress and 

organizational stress which are discussed below. 

 

The great leaders and HR practitioners are the most effective and useful tool for the 

better output for organizational productivity, HR practitioners set the path and 

guideline, direction and objective need to achieve by the workforce. It is HR a 

practitioner who helps and assists the managers to chalk out the future plans, provides 

excellent workforce by using immaculate hiring techniques. The development of 

motivation level in employees is crucial but its success is more crucial than its 

development. Unluckily there are no of manager having a weak link in the production 

line, therefore it is HR practitioners who have to accept the role of development of the 

great leader and selection and removal of them for exceptional tasks.  
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It is a very difficult task to manage the people in the organization came from a different 

background. Managing people from different cultures and backgrounds has become the 

norm for HR practitioners in NZ organizations because the face of the country is 

changing continuously. According to Ulrich and Brock bank (2005), worldwide 

immigration patterns have sharply internationalized now it is mandatory raise the 

intellectual level of organization beyond the diversity which has in the culture. Being 

professional HR practitioners have to identify and support the diversity. Managing 

diversity is an emerging strategic need for survival in-universe as globally and in a 

diverse environment. Therefore it is the responsibility of HR practitioners to teach the 

employees and guide them to manage themselves in this diverse environment. It is also 

an important job to tell the employees and motivate them how to motivate them in this 

diverse situation. This is a real challenge for HR Practitioners to manage and guide the 

workforce also to overcome the discrimination and welcome the difference because the 

diversity management looks employees as exceptional identity. Counseling and 

motivation to adjust employees in this cross-cultural environment is real motivating 

individual to stay updated and motivated to work wholeheartedly for the growth of the 

organization.  This also helps the individual to motivated and work as a productive 

team by managing them even with the different backgrounds, skills and competency 

level. 

 

Every individual in daily life feels the stress. Stress could be due to many reasons, like 

Tensions in family issues, school colleges and daily routine matters may also become a 

great source of stress. Nevertheless the concept of stress is really a complex in nature, 

however, it is often misunderstood. In order to understand the stress in a preview of 

motivation, we must define it and then relates it to the individual employees and its 

motivation. Stress has been defined in various ways but most of the accepted and 

agreed definition of stress is “Stress is a person adaptive response to excessive 

psychological demand caused by the stimulus. Stimulus can be defined as it is the 

source which creates stress or in another word it is a stressor. A stimulus causes stress 

only when demand in excessive or placed demand is higher than the required tolerance 

level of the individual. All the individuals are agreed with that stressful situation are 
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different like getting fired from service, security, shelter, food, hunger etc could be a 

possible reason for stress. However, it is pertinent to mention that reason and level of 

stress vary from person to person and the level of resistance to survive against stress is 

also varies from person to person. There are no of opinions for stress and individual 

like American thought they are the most pressurized society but research says they 

undergo lesser stress than the other countries population. It is also important to note 

here that with the help of research it is clarified that stress varies from the division and 

differentiate between women and men. As a researcher, I would like to discuss Pakistan 

where there is the difference between the responsibilities of men and women.  The 

basic responsibilities of men are to do physical work and women have to look after the 

leftovers home and other responsibilities. Therefore men are under stress due to 

physical effect however women are due to the psychological impact of stress.   

 

There are many reasons due to which a person can undergo the stress.  However, in 

PAF & PSO the employees are stress free from few stressor like job security, personal 

security etc.  Both the organizations are giving the job security, family welfare etc 

which make the individual free of stress.  But the only possible reason of stress in 

PAF/PSO is the professional issue of the employees, workaholic issue and some special 

task were given to the employees.  Moreover, sometimes favoritism is become a major 

source of stress for the employees.  During the research few employees were found 

under stress due to some favoritism issues.  Therefore, these are the few basic elements 

which become a source of stress for employees in PAF/PSO.  

 
There are many reasons due to which a person can undergo the stress like professional 

issues of individual and security related to the job, workaholic issues, and assignment 

given by the organization and different tasking. Moreover one of the most important 

demoralizing the individual and not appreciating the individual on his performance and 

show biases amongst the working force.  Another domain of the stress is physical 

exertion and working environment, domestic issues, offices structure, gas, electricity, 

convince and financial problems.  The interpersonal obligation may come to a cause of 
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stress, as for how the leader is commanding the individual and as per the individual 

traits.  

 

The minor things starting from the un-serviceability of the air conditioner to the 

argument about the promotion in your rank may lead towards a stress on the job. 

Stress on such places is called organizational stressors. They can be classified in terms 

of task demands, role, interpersonal and physical demands. Major changes in 

organization setup can build a variety of sources of stress.  

These are the stressors, which are called task demand are due to specifically about a 

particular job. It depends as some of the jobs are having more stress due to more 

stressful occupations. It may also relate to physical threats to the worker physical and 

mental state i.e. health, a particular set of stress can be defined by the working and its 

source. Insecurity about the future of some individual can be marked as the major 

source of a stressor, for example, those people who use to sit on a different place to 

earn their money as they are not sure about that either they would get or they would 

not. Therefore this stressor became a permanent feature of their personality and their 

job. Moreover, this stress can be reduced in the case of the company but it is always 

there as due to laying off workers or about the mergers with other stakeholders every 

individual experience the increase in the level of stress for a period of time. But in some 

case stress is required for good results. As more little work leads towards lethargic 

behavior, there should be a little amount of stress in order to be much productive and 

motivated.  Apart from the above, there are certain demands that the employees and 

management of an organization need to meet. These demands are discussed here. 
 

The physical stress can be due to the working environment. Different people are the 

example of this stress, driver while driving in the night are familiar with the stress of 

staying awake and keep himself alert for hours on end. Similarly, the player is stressing 

full to play sixes instead of getting out. Physical stressors may also occur under a roof 

as well, room temperature that plays a vital role for this example. Most of the people 

inherent in working outdoors in worst temperature, but working under the roof in high 

temperature are more stressful as compare to outside. Each designation in an 
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organization has to be responsible for the role and task and its responsibilities, 

however particular position demands can be more stressful. For example, a manager 

wants to be friends with employees but has to get the output from the employees and 

also have to maintain the discipline of theirs, then he might suffer from role 

responsibility conflict the clashing of two or more roles. Once someone has been posted 

to the new organization he might feel stress as a result of a conflict of stress. 
 

The rapid expansion in the field of technology has raised the level of expectations for 

productivity with speed and efficiency which build the pressure on the individual 

personal constantly at highest performance levels. Worker working with the heavy and 

latest equipment and machinery are always under steady stress to keep alert.  This 

results in continuous stress on both individual and family of the individual in terms of 

constant pressure and mental stress. There are few factors which compel employees to 

learn new aspect and challenges with the latest development.  
 

Adjustment of the individual in a new organization or any other organization and its 

workplace can be stressful. Assisting someone toadapt to the new situation and other 

features of workplace culture i.e. level of the hierarchy, the pattern of communication, 

culture, working and behavioral models between the employer and employees. 

Inadequate adjustment in working culture may lead towards the conflict between 

employees and within the colleagues even with their line managers.  In order to 

address the above-statedissue, motivation is one of the major key role players which 

can save the individual from falling into these stressful situations. No of employees 

have always gone through family and a personal problem which put them in tension 

and anxieties which lead them to high stress at the workplace and also in their personal 

life.  

Women are suffering from another type of stress which is apart from the job stress; 

they may suffer from mental and physical harassment at workplace. One of the major 

sources of this stress is sexual harassment for which mostly all women seem worried. 

Another source of tension for women is gender discriminations at the workplace. 

Family and social aspect may become the additive to this stress.  Now there is need to 
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realize that either individual going to become the stress slave or will face it and take it 

as an advantage. However, change is constant in life and is an integral part of the life.  
 

 

 

6.4   REDUCING THE STRESS 
 

There are few tips to reduce the stress and help the individual to work wholeheartedly 

towards the organization. Once the individual will work without any tension and stress 

he would be more productive for the organization. We need to motivate the individual 

for stress less mind for better outcomes and results. Motivate the individual to spend 

more time with family and must go out of the daily office routine for short span of time. 

He should be hanging out with friends and family which is one of the best ways to 

motivate him and is the best source of motivation for his moral and emotional support. 

Guide the employees and individual to avoid using of drugs, like Alcohol, smoking and 

other substance abusers. Latest research reveals that people exposed more stress are 

very addictive to drugs as mentioned above.  

Motivation plays very important roles to overcome the stressful situation. There are no 

of other reasons which may helpful for the individual or employee to overcome the 

stress as follows:- 
 

 Develop awareness towards the stressful life and its disadvantages and 

help the individual to get out this stressful situation. 
 

 Say humble NO to additional assigned task. 
 

 Prioritize your objectives and goal. 
 

 Get proper sleep and rest. 
 

 Get prioritization of the jobs need to be done. 
 

 Try to get identify the stress involved in your life by accessing yourself; 

concern you friends and colleague to overcome the stressful situation.  
 

 Know your worth to meet the desired objectives. 
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 Manage your time properly. 
 

 Give time to each activity of your life; divide your life into official, 

personal and family affairs. Do not mix the activity to each other.  
 

 User physical exertion like playing games; participate in some 

healthy activities like use of gymnasium, bicycling, swimming etc. 
 

 

Strategies for Stress Management 
 

Both PAF & PSO are more concerned about the development and formulation of the 

policies which may help the individuals to overcome the stressor and stress due to the 

stressor.  PAF/PSO put the wealth and time for the betterment of employees to keep 

them happy, to make them healthier get much in return due to devotion, dedication, 

and motivation of the employees. However, the other companies not much concern 

about the personal and their focus is only money they have some serious problem. If 

the organizations wish to be more productive and progressive then it need to be more 

people oriented as compared to job oriented approach.  
 

 

6.5 BOARD OF DIRECTORS 
 

Both PAF and PSO have aboard of directors. The only concern of the board members is 

to ease the stress of individuals, formulate job design, and redesign the job description 

of the individual wherever and whenever adjustments in the working systems are 

needed. Another aspect requiring attention is that individuals need to be sent on leave 

so as to get the opportunity to have recuperation and alter their culture as they get 

tired on a particular work routine over a long period of time.Some organizations 

encourage the employees to work overtime and overrule the vacation of the employees 

which may be very helpful momentarily or for a short span of time. However this 

practice is not fruitful for long term basis. The organization needs to guide and help the 

employees to have a proper mix of official and personal activities, working and non-

workingactivate. This, in other words, helps maintain a fair work-life balance which is 
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very important for effective performance of an organization. Moreover, bosses or 

supervisor need to recognize the individual work and efforts which they put for the 

betterment and organization development. Most of the supervisors are habitual of 

forgetting the long time efforts and ignoring the seldom individual mistake. Bosses are 

supposed to develop the habit of tolerance and the benefit to all individual on basis of 

equality and justice and avoid favoritism in the organization. Allowing the chance to 

improve helps employees improve their behaviors as well as their performance.  In PAF 

and PSO, the culture of recognition of employees’ services is in practice which is a great 

source of reduction of stress while source of motivation at the same time. 
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CHAPTER 7 

 

ANALYSIS & DISCUSSION 

 

7.1 INTRODUCTION 
 

The statistics of this study has been collected by following the interviews and 

questionnaire methodologies. In this regard ,a questionnaire was prepared and 

distributed among 200 respondents. Of these questionnaires, 120 were filled by 

middle level administrators and the rest of 80 respondents from senior level 

management were interviewed personally by the researcher. The larger number of 

sample forwarded to middle-level management was due to more involvement of that 

level of management in organizational functions and more interactions with lower 

level management.  They were basically tested and more focus was given to them to 

discuss their managerial techniques regarding the motivation and how do they plan for 

these for better future of the organization. Moreover, they have been asked to suggest 

their techniques which are in practice in their organization. 
 

7.2 RELIABILITY TESTS OF INDEPENDENT VARIABLES 
 

Cronbach’s alpha was primarily formulated by Lee Cronbach in 1951 to develop a 

measurement to validate the ‘internal consistency’ of the test or the scale. It is 

generally articulated between the values 0 and 1 the 20 items were selected to check 

the reliability of the process.  It is stated that the number of items in a test, the 

interrelatedness of items as well as dimensionality significantly influence the alpha 

value. Different authors report different values of the alpha such as 0.70 to 0.95 

(Tavakol and Dennick, 2011), George and Mallery (2003, p. 231) suggest the following 

rules of thumb for assessing Cronbach’s alpha as “0.9 is Excellent, 0.8 is Good, 0.7 is 

Acceptable,  0 .6 is Questionable,  0.5 is Poor and below 0.5 is Unacceptable”. If the 

Cronbach’s alpha coefficient is closer to 1.0, this will exhibit a greater internal 

consistency of the selected items in the scale (Gliem & Gliem, 2003).  In order to 

achieve specific desirable outcomes some of the ambiguous questions were need to be 

omitted and/or rearticulated so that validity of questionnaire can be enhanced and 
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achieve the desirable results. The Cronbach’s alpha was found to be 0.733 which shows 

that instrument is valid and reliable for the conduct of further data.      

 

Reliability Statistics 

Cronbach's Alpha No of Items 

0.733 20 

 

 

7.3 METHODICAL RESULTS OF MULTIPLE REGRESSIONS 
 

 

7.3.1 Descriptive Statistics 

 

 

7.3.1.1 Does money play a vital role for employee’s motivation? 

 

 Mean Std Deviation N 

Money as Motivational Factor 3.06 1.038 200 

 

 

 

 

 

7.3.1.2 Does Motivation play a vital role in the enhancement of Morality & 

Productivity? 

 

 Mean Std Deviation N 

Motivation to enhance Morality & 
Productivity at Work 

3.08 1.053 200 
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7.3.1.3 How effective are reward awards such as Employee of the Month? 

 

 Mean Std Deviation N 

Motivation to enhance Morality & 
Productivity at Work 

3.08 1.053 200 

 

 

 

 

 

7.3.1.4 Management has created an open and comfortable work environment. 

 

 Mean Std Deviation N 

Open &Comfortable Environment for 
work Productivity 

3.15 1.167 200 

 

 

 

 

7.3.1.5 Employers do not recognize all employees equally? 

 

 Mean Std Deviation N 

Equal Treatment of Employees at work 3.24 1.094 200 
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7.3.1.6 You are fully appreciated and praised the work done you do. 

 

 Mean Std Deviation N 

Appreciation & Praise 3.08 1.248 200 

 

 

 

 

 

7.3.1.7 The impact of incentives on employee’s productivity? 

 

 Mean Std Deviation N 

Incentives to develop Productivity at 
Work 

2.99 1.258 200 

 

 

 

 

7.3.1.8 Your organization gives feedback to its employees on every assigned task. 

 

 Mean Std Deviation  N 

Appropriate Feedback to Employees 3.05 1.189 200 
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7.3.1.9 Responding of employee’s to different incentives? 

 

 Mean Std Deviation N 

Employees Response to Incentives 3.27 1.114 200 

 

 

 

 

 

7.3.1.10 The supervisor has good relations with employees. 

 

 Mean Std Deviation N 

Good Relations between Employers & 
Employees 

3.07 1.049 200 

 

 

 

 

 

 

7.3.1.11 Can an employee perform at his or her best output level? 

 

 Mean Std Deviation N 

Employees Performance to enhance 
Output 

3.17 1.033 200 
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7.3.1.12 The organization is keen to give a fair opportunity for employees in 
Complaints and suggestions. 

 

 Mean Std Deviation N 

Fair Opportunity for Employees in 
Complaints and Suggestions 

3.16 1.126 200 

 

 
 
 
 
7.3.1.13 Employees are assigned various responsibilities according to their 
ability. 

 

 Mean Std Deviation N 

Employees responsibilities as 
per their Abilities 

3.16 1.042 200 

 

 

 

 
 
7.3.1.14 Organization grants certificates of appreciation and recognition of  
efficient employees. 

 

 Mean Std Deviation N 

Granting of Certificates of 
Appreciation & Recognition to 
Efficient Employees  

2.95 1.172 200 



145 

 

7.3.1.15 The organization allows career development plans for employees. 

 

 Mean Std Deviation N 

Career Development Plans for 
Employees 

3.27 1.188 200 

 

 

 

 

 

7.3.1.16  Participation and views of employees are valued. 

 

 Mean Std Deviation N 

Value of Employees’ Participation and 
Views 

2.81 1.100 200 

 

 

 
 
 
7.3.1.17  Management gives importance to balancing my work and personal life. 
 
 

 Mean Std Deviation N 

Importance is given by Management to 
Balance Work & Personal Life 

2.78 1.086 200 
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7.3.1.18 The organization also arranges to learn programs for all employees. 

 

 Mean Std Deviation N 

Arrangement of Learning Programs for 
all Employees 

2.96 1.190 200 

 

 

 

 

 

7.3.1.19 Positive attitude in the work environment. 

 

 Mean Std Deviation N 

Positive Attitude in the Work 
Environment  

3.09 1.011 200 

 

This output is simply providing the usual descriptive statistics for all 

nineteen variables.  

 

 

 

 

 

 

 



147 

 

DISCUSSION & ANALYSIS 

 

7.4 MODEL SUMMARY FOR INDEPENDENT VARIABLES 

 

Model R R Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 

1 0.654a 0.427 0.362 5.32327 

 

Predictors: (Constant), Positive Attitude in the Work Environment, Appreciation & 

Praise, Granting of Certificates of Appreciation and Recognition to Efficient Employees, 

Importance given by Management to Balance Work & Personal Life, Good Relations 

between Employers & Employees, Employees Response to Incentives, Money as 

Motivational Factor, Fair Opportunity for Employees in Complaints and Suggestions, 

Value of Employees’ Participation and Views, Open & Comfortable Environment for 

work Productivity, Incentives to develop Productivity at Work, Arrangement of 

Learning Programs for all Employees, Rewards as Motivational Factor, Employees 

Performance to enhance Output, Employees responsibilities as per their Abilities, Equal 

Treatment of Employees at Work, Career Development Plans for Employees, 

Appropriate Feedback to Employees. 

 

Proof 

This output of model summary exhibits that the multiple correlation coefficients (R), 

using all the predictors (independent variables) simultaneously is determined as 0.654 

(R2=0.427) and the adjusted R2 is 0.362 which means that about 36% of the variation in 

the dependent variable (Motivation to enhance Morality & Productivity at Work) can be 

predicted by the independent variables i.e. Money as Motivational Factor, Reward as 

Motivational Factor, Open & Comfortable Environment for work Productivity and so on 

and so forth. 
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7.4.1 ANOVA  

 

Model 
Sum of 

Squares 
Df 

Mean  
Square 

F Sig. 

Regression 23.954 18 1.331 1.224 .000a 

Residual 196.766 18 1.087   

Total 220.720 199    
 

Predictors: (Constant), Positive Attitude in the Work Environment, Appreciation & 

Praise, Granting of Certificates of Appreciation and Recognition to Efficient Employees, 

Importance given by Management to Balance Work & Personal Life, Good Relations 

between Employers & Employees, Employees Response to Incentives, Money as 

Motivational Factor, Fair Opportunity for Employees in Complaints and Suggestions, 

Value of Employees’ Participation and Views, Open & Comfortable Environment for 

work Productivity, Incentives to develop Productivity at Work, Arrangement of 

Learning Programs for all Employees, Rewards as Motivational Factor, Employees 

Performance to enhance Output, Employees responsibilities as per their Abilities, Equal 

Treatment of Employees at Work, Career Development Plans for Employees, 

Appropriate Feedback to Employees. 

Proof 

Dependent Variable: Motivation to enhance Morality & Productivity at Work.  In this 

output, since α = 0.05 and p-value is 0.000 which is less than 0.05 also F=1.224. This 

indicates that we shall reject our null hypothesissince, at the 0.005 level of significance, 

there exists enough evidence to conclude that the combination of the predictors is 

significantly useful for predicting motivation (as a dependent variable), thus the model 

is useful. 

  

7.4.2 CO-EFFICIENT  

Model 
Un Standardized  

Co-Efficient 
Standardized 
Co-Efficient 

Sig 
Co Linearity 

Statistics 
B Std Error Beta  Tolerance VF 

Constant 2.573 .550 4.680  
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Dependent Variable:      Motivation to enhance Morality & Productivity at Work 
 

This output of coefficients table indicates the un-standardized beta coefficients which 

are used in the prediction and interpretation. The standardized beta coefficients are 

used for comparing the effects of independent variables. The ‘t’ value and the sign 

opposite each independent variable indicate whether that variable is significantly 

contributing to the equation for predicting dependent variable from the set of 

predictors. Therefore, in accordance with the above output of coefficients; money, equal 

treatment of employees at work, appropriate feedback to employees, employees 

performance to enhance output and assigning employees responsibilities as per their 

abilities are those predictors that are significantly contributing in the prediction of the 

dependent variable i.e. motivation to enhance morality & productivity at work.  

However, Tolerance results in this coefficient table are somewhat misleading. Though 

each independent variable (predictor) is significantly correlated with the dependent 

variable, some of the predictor variables such as rewards, open & comfortable 

environment for work productivity, appreciation & praise, incentives to develop 

productivity at work, employees response to incentives, good relations between 

employers & employees, fair opportunity for employees in complaints and suggestions, 

granting of certificates of appreciation and recognition to efficient employees, career 

development plans for employees, value of employees' participation and views, 

importance given by management to balance work & personal life, arrangement of 

learning programs for all employees and positive attitude in the work environment did 

not contribute much to the multiple regression predicting. Another reason is that all 

these fourteen measures were also highly correlated with each other whereby multiple 

regressions also eliminate entire overlapping between predictors as well. Further to 

this, since neither of the predictor variables has a variance inflation factor (VIF) greater 

than 10, therefore, this shows that there are no apparent multi-co linearity problems in 

the aforementioned output. 
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CONCLUSION 

 

The concept behind the motivation in public sector organizations is quite remarkable. 

There are a good number of people in Pakistan who always prefer to join the public 

sector organizations as their professional career. The chief cause of this trend may be 

the security of job and reduced work pressure. Then they have a prescribed chain and 

system of promotions and advancement. These aspects attract people to public sector 

employment despite in most cases the less salary structured as compared to the 

private sector organizations. Although, motivation is there in public sector 

organizations, however, due to managerial performance and style of management by 

some individuals, the possibility of de-motivation cannot be ruled out.  The question 

arises here is that either it makes any visual difference. Analogous to the subatomic 

elements, till the time it could not identify, and at a minimum, honestly measure then it 

can only hypothesize about its potential effects. Based on current knowledge what we 

have, it is not a positive approach that some meaningful concept of public sector 

motivation can be qualitatively and quantitatively analyze and measure in the nearest 

future, moreover, it had happened that it would only display motivation 

characteristics. The concept of motivation in public sector organization seems 

inspiring the individual why they joined and pursue the governmental organization 

like PSO and PAF.  It is fact that motivation in Government sector organizations does 

exist but it is different as compare to private sector organization and also difficult and 

subatomic particle which is not possible to visualized and isolate. The important thing 

to notice here is that whether it makes any differentiation. The meaningful concept of 

public about motivation will be measured and it would only exhibit motivational 

characteristics  

A person seeks security and their basic needs are the primarily fundamental to the 

people’s existence. It is fact that people are motivated once their basic needs are 

fulfilled and once they got morally motivated they focus more on the job performance. 

The job performance is directly interlinked with productivity. The level of thinking of 

each employee is different and can be motivated by diverse needs as per the Maslow 

theory of hierarchy. The major challenge for managers is to create the room and find 
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out the ways to sustain the employee’s motivation. Meanwhile managers also focused 

on reducing the job dissatisfaction. There are few major elements which plays vital role 

for enhancement of morality and productivity i.e. working environment, pays and 

packages, level of supervision, inter departmental relationships. However the mangers 

are need to be focused on the factors like recognitions’, achievements, responsibilities, 

working ethics. Moreover employee’s participations and empowerment not only 

enhance level of efficiency, growth & innovation but also increase employee’s 

motivation and their trust and owners to the organization. It is fact that if employees 

feel appreciated for their job and he is allowed to get involved in decision making 

ultimately his motivation will enhance and lead to enhanced productivity and morality. 

It can be concluded that motivation is directly proportional to the morality and work 

place.  

Data collection phase was very diverse in nature and it almost covered all 

questionnaires with interviews. The sample size was selected for the conduct of studies 

from lower, middle and higher level management. During the analysis many elements 

were found missing however in the case of Pakistan State Oil (PSO), there is a lack of 

communication amongst the employees and management. Most of the people did not 

know the rules and regulations pertaining to the organization. Most of the people 

responded to incentives, as there is less impact of incentives on employee’s 

productivity; however, it was revealed that most of the people who are hard worker 

are warmly attract themselves towards the incentives. Moreover, people found more 

concerned about the equal treatment in the organization. It is a reflection of equity 

theory that every individual wants his equal share of work; if he worked hard then he 

expects the same from organization to pay back to him as a reward. It is also important 

to mention here that, people are not voluntarily asked for incentives but whenever 

they got the chance of incentive they availed the same without losing this opportunity. 

People wants to live in their comfort zone and don’t want to change their current 

position. The questionnaire also floated to the employees of Pakistan Air Force; during 

the analysis few things were founded. People are mostly found motivated and satisfied, 

the only difference in these two selected organization is one is defense organization 

and other is not. People in PAF are found satisfactory as PAF is providing them best 
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available working environment. There are little weak areas but due to a status co, they 

may not hamper the level of motivation as such as compare to other civil organization. 

In Pakistan Air Force people are empowered and given equal right of participation in 

decision making. Most of the people during questionnaire compare themselves with 

other government organization in such way that they have the much-relaxed working 

environment and having equal or little greater incentives.  
 

Empowerment and recognitions play a vital role in enhancing the employee’s 

motivation towards the organization objectives. With the help of appreciation and 

participation in working affair or organization employees can be internally satisfied 

with their jobs. Moreover, theorganizational working condition is an essential element 

for boosting the moral of individuals. Moreover, equal opportunity is considered as one 

of the important motivational tools apart from the money. This will enhance the 

employee’s morality.  The good working environment also has a great significance in 

motivation and is known as the stress-less environment. Those individual are highly 

motivated they perform their duties in the best interest of the organizational 

development which ultimately leads towards the prosperity, productivity, and 

organizational growth. Therefore it can be concluded that these two things i.e. 

employees’ motivation and effectiveness of the organization have a direct relationship. 
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RECOMMENDATIONS 

 

Motivation, by and large, enhances the moral of people and inspires them at their 

workstation without the discrimination of the working classification between private 

and public sectors. The public sector jobs are to be considered more challenging and 

appealing by monetarily rewards but they are much loaded with liability and 

accountability. Full of independence and mostly well supervisorial and likely to pencil 

in good employees and presents them as well conversant and talent public servant and 

fully dedicated towards the given objectives.  
 

The sample size chosen for this study was based on the nature of the study, moreover, 

the theories discussed in this study were found very well relevant to nature and study. 

The main purpose of the selection of these theories was to make the study more 

relevant and understandable, fruitful and attractive.  Numerous factors which were 

considered more relevant for the study were chosen, however, more factors can also be 

added to understand the theme of motivation in various ways due to the vast domain 

of motivation. These factors have comprised the appreciation, recognition, and 

performance based reward in terms of monetary or performance appraisal, promotion 

to the next higher ranks, opportunities for training and development in career growth 

in an organization. 
 

Recommendations in context of PAF 
 

 PAF is a defense organization & having peculiar nature of job but people 

are willing to work in friendly environment, therefore, the top level 

management of PAF need to focus on the development of friendly 

environment culture. 
 

 People oriented approach is strongly recommended for PAF. 
 

 Job rotation in PAF is more frequent which needs some sustainability. 
 

 Area wise deployment concept should be introduced, therefore host area 

personnel feels more comfortable and focus on job.  Moreover, with this 
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practice the availability of employees at their workplace can be 

increased which is ultimately enhance the motivation, morality & 

productivity at workplace. 
 

 Most of the employees need attention for the recognition for their 

employers for the production of quality work. This system helps to 

identify the best employees who worked hard to perform the best job 

and produces quality of work. In PAF the organization need to be more 

focused on recognition and reward to the right person. This method will 

encourage those who worked hard and their motivation level will 

enhance which ultimately increase the organization productivity. Public 

recognition is another factor which enhances the worker productivity.  

 
 

Recommendations in context of PSO 
 

 It is suggested that the gap in communication process amongst the top 

level management & workforce should be the focal point for future 

approach to develop ownership culture. With this approach employees 

will be motivated as a result morality & productivity will increase at 

workplace. 

 

 There are many way to help the employees to enhance their morality at 

work place. These different factors always are a source of attraction to 

drive and influence the employees in different direction if the 

motivational strategies utilize to encompass the different techniques for 

enhancement of employees morality.  Although PSO is highly strategies 

oriented but they need to be more precise in the application of strategies.  

 
 

 Performance & appraisal system need little more attention. 
 

 Political influence should be at minimum level and need complete 

elimination from PSO. 
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 Customer services relation department need some more attention in 

order to develop positive image of PSO. 
 

 Employees should be trained and equipped them with the latest 

developments for enhanced morality and productivity at the 

workstations. 
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