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This article is about the theory of social motigatas

a tool to increase social performance in Sub Sahara
countries. So in the first part we will retell the
theoretical understanding of motivation and itsitim
and then the explanation of the concept of social
motivation as an alternative to complete the exgsti
and old form of motivation. The second part of the
article will talk about social performance and hiow
measure it. Several techniques are available for
measuring performance of an employee. But the
difference is in the sources of traits or qualited®e
appraised. Jobs are different and have different
requirements and different opinion of the manageamen
too. The practice is difficult sometime because of
different kinds of workers (factory workers, exdees
or salespeople), which cannot be measured with the
same indicators all the time. In this article wi# see
some theoretical and practical models of perforreanc
appraisal based on effectiveness and efficiengyoak
with concrete indicators. Also the readers will
understand how social motivation, when well used in
company can increase the performance and transform
the work place into a livelihood place for all
stakeholders. And the article will end with the
conclusion in which we have a piece of advice and
literature references
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| Introduction

The goals of an organization can be achieved ¢mbugh the efforts of people.
For that, they need to be motivated in an undedstgnway to put in their best.
Something is very important in this fact; peopleynhave different sources of
interest. Any way it requires the building of stgoworking environment based

on cooperation in all levels.

For many years in the mid-20century, it was believed that the key to
improving the contribution of workers was motivatif4, 1, 3, 8]

Some techniques were found so that they can ineqg@sple’s contribution like

carrot and stick, money, recognition, meeting oeeds, goal motivation,

meaningfulness, and personal motivators. Howelieough the time we noticed
that managers should think more about this issumaifvation because it is a
crucial activity that can be achieved by differardy. Some of these previous
ways of motivation are actually inefficient becawdehe rapid change in work
iIssue and people’s mentality about and their needs.

Let us develop some theories about this questiomatfvation first, and then
propose what can be done more to help companiesmamagers to achieve

their needs and workers satisfaction.

Some theories

Some theories contributed to the increase of moshermagement attitudes.

But not motivation in its oldest form, which is feged on galvanizing workers
by various practices like permitting them to eaoms financial advantages,
housing, cars for work purpose, having possibildybuy shares, and others.
Sub-saharan countries can also use our traditsn@hl motivations, which are

not based on material and finance, but some sisgdil behaviors. (Practices)
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1. Mayo: The Human Relation M ovement

After his useful studies on the question in Westelectric Hawthorne plant in

USA- also known as Hawthorne Experiment, he progpp@sene ways such:
-organize the layout of the workplace to allow sbaiteraction among staff;
- Allow staff some sort of participation in depaental decision-making;

- Allow staff to organize their own priorities aadtivities within the framework

of overall direction[s, 9, 10, 12]
2. Madow: the hierarchy of Human Needs

Abraham Maslow also explained human needs, whichtrna satisfied for a
strong motivation of workers. Some of these nee#snaore powerful than

others.

- Physiological needs: these include all the basieds such as food, clothing,

shelter, rest.
- Safety and security needs: workers want a safegganized environment.
- Social needs: People to live and work in a gramupvhich they are accepted.

- Esteem needs: People want respect from othedstcaachieve status in the

workgroup.

- Self — actualization needs: At this stage, peoyet to reach their maximum

potential, and want to realize their dream by clamthemselvegs, 9, 10]
3. Hertzberg: Motivation Hygiene Theory

For him some factors increase job motivation arict lead to dissatisfaction.
He identified these as motivator and hygiene factor
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For Herzberg, typical job motivatorsare:

- The degree of career achievement;

- The intellectual challenge of work;

- Recognition by others as being successful;

- The actual value of the work;

- The actual level of job responsibility;

- The opportunity for promotion.

Hygiene factors. Hertzberg identified somelike:

- The restriction of management policies and praces}
- Technical / administrative aspects of supervision
- Salary structures;

- Job conditions;

- Relationship with management;

- Work environment,

4 McGregor: Theory X and Theory Y

For him there are two management attitudes whien@ally different and can

have big influence on the level of employee’s mation.

- Theory X: from his explanation in this theory, people must forced,

controlled, threatened, directed and dislike resjmlity at work.

For him this style of management is no longer blgtan modern organizational

setting.
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-Theory Y: here he explains how work become natural as aatoneand rest,

Workers direct and control themselves and alwalseae objectives because of

commitment]s, 9, 10, 5]

So one thing we should know is that we still do Imete the exact answer of the

guestion: how do | motivate my people?
Il New theory of motivation for sub-Saharan people:

Victor Vroom who tried to find which of these mamptivational theories was
the best and his conclusion was no one of thgm]. So we need to understand
that today, not all worker change their motivatiemels because of anything
offered by someone else. We must understand tlogdl@elso give their best
because they are convinced that what they're dasngight for them. So

managers should always find workers agreement abtoimg anything they

want to be done on time. Their needs and workeesls\should be considered

all the time and go together.

Social events like naming ceremonies, weddingserls, natural tragedies
etc... are very important moment for sub-saharan lpedjnerefore, a national
or multinational manager must try to carry his pbgisassistance to the family
of the worker who has any social event like thégs. only financial assistance
but also being present near the worker during hiard or important moment in
their life. This action has a great value in almaltAfrican cultures. It gives

some kind of social consideration to a worker is lnring area and intensifies
his belonging to the company. He /she feels himhdedfself considered and
respected that can rise up his motivation. Thanis real secret to motivation.
For me it is social motivation policy. Now in thext part of the article, | will

explain how this theory of social motivation carvéa positive influence on

social performance of a company.
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11 what is social performance and how to measureit?

As defined by Brunmbach (1988:387) performance ishavior that
accomplishes results. For him when we talk abodibpmance the aspects we

should focus on are behavior and then the resuttameget from this behavior.

As for performance management, this practice maowk raore considered in
many modern companies as a complete tool permittiagagers to measure the
contribution of workers into the goal achieveméwbreover, the practice has a
great value because it helps managers to get thpeatdive edge. As defined by
Aguinis (2005:2) performance management is a coatis process of
identifying, measuring and developing the perforogaof individuals and teams

and aligning performance with the strategic goakhe organization11, 9, 10]

And after my analysis on Malian contemporary orgations, | noticed that they
are facing the necessity to increase their perfooman order to be developed or
to survive. This situation is also the same fomadidern organization willing to
struggle in today’s global market. And the realljpemn is that they have limited
possibility for that. So «social motivation theoryan therefore be an alternative

to increase the performance of workers in sub-%aheountries.
How to measur e perfor mance?

Measuring performance in work place is really sdnmgt possible for many
famous HR writers like: Armstrong , J.M Peretti, rBard Martory, Daniel

Crozet, Bernard Martory etc... all those writers utided the necessity of
performance appraisal. But through my researche®me companies in Mali
and some other sub-saharan countries, | realizgdtits practice does not exist
at all or sometime it exists but only theoreticallyhat is why | decided to

underline in this article some practical measurdrpessibilities for managers.
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When we asked about the factors that affect thétgaad quantity of the
product, generally we can enumerate:

- Work;

- Information and materials;

- Technical and financial capital in quantity andhby;

- The quality of the combination of these factors.

The performance in the short and medium term isagdwconsidered through
effectiveness and efficiency. Effectiveness caméfned as the level to reach
the goals no matter the quantity of resources tseget it. And efficiency in the
result between the results and the resources asget these results. [3, 4, 7]

R (resultof individual or team)

Performance in terms of efficiency= :
TandF (resourcegogetit)

Social effectiveness is measured through sociakaodomical achievements in
the companies. (Quality indicators) For exampbseateeism rate, conflict rate
etc...

LT (lost time)

— AR(absenteismrate)= .
WT(workedtime)

QCR(quantityof conflict hours)

— CR(conflid rate)= WT(workedtime)

In HR department, it is also possible to measueepirformance by using some
interesting indicators based on the strategic goflkis department. And this

can permit HR specialists to make a comparison &stviwo years.

Example: productivity of the function, HR developmgob satisfaction, social

management control, communication rate, the usksaiplinary rules etc...
And in an HR service we can have indicators such us

TE(training expenses)
P(payroll)

— RD(humarresourceslevelopmet) =

http://ej.kubagro.ru/2015/01/pdf/053.pdf
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NMP(numberf mistakesn payement)
NRPS(numbeof realizedpayslips)

— PQ(payemeiquality) =

B TC(totalcost)
W(workforce: permanant- temporaryworkers)

TC(totalcost)

- Productivity of HR functionpr=
W(workforce: permanant- temporaryworkers)

- Social management control: the gap between eggextd realized payroll,
- Communication (annual rate of interview for exdenp

- The use of disciplinary rules (cost of litigatjorumber of conflict and capacity

of resolving conflicts)[3, 4, 7, 5]

It is also necessary to understand that produgtiigt different from yield.
Because the first one is in terms of economy aedsétond one is technical. To
make this article more practical, | would like také an example on the
production department of one of the famous Maliamgany «TOGUNA Itd», a
company producing fertilizers for many African ctrues. Physical productivity
of «TOGUNA Itd» just as simple illustration: If tag PD (production
department) produced 13 tons of fertilizers durthiy hours of work, but
yesterday, they did 10 tons during the same workimg. That means that the

production increased in 30 percent from one dantuther.
- Index of production quantities: 13+10= 1.3 x 10030%
- Index of worked hours: 11+11= 1x100= 100%

- Index of productivity growth will be: 130%+100%%30 and the growth is
1.30-1= 30%

RP(resuliof production

G(growth)= . _
TP(timeof productior)
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This simple illustration gives to the readers, howconsider the physical
productivity of any plants producing goods. In dia, | think it is simple to be

understood in different management levels.
IV How social motivation can increase social performance?

The theory of social motivation based on some mamagt practices and
behavior is an innovation in management spherabnSaharan countries. Here
| recommend them the use of it and | will make n@@mmendations about
this theory in my ThesisM anagement of human resour ces and improving

the sustainability of the economy case of the Republic of Mali»

Managers being concerned with workers social problsuch as:
- Financial help to worker when facing some soditiiculties;

- being physically present near the worker during social events (naming

ceremonies, death, weddings, accidents and othblgmns)

- be attentive to the worker’s financial situatibmecessary (because of low
salaries in most of the developing countries, sameker may be suffering
before the end of the month and this situationd=mmotivate)

- trying to know if possible workers social inteiesind then help him or her

developing these interests.

When managers arrived to mix this theory into tlemegal strategies of the
companies, the level of motivation can be higheork&rs will more and more
feel themselves part of the organizations which pukh them giving their best

all the time.

When this theory is well developed in the compahyg, rate of absenteeism,

accident, conflict, and turnover will be reducedsiderably

http://ej.kubagro.ru/2015/01/pdf/053.pdf
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The level of communication will increase betweenrkeos themselves and
between workers and the management. It can crassheubarriers between

people and permit the company to have the compettige.

In this case, high performers will be more and maretivated, and low
performers will increase their performance. In ¢émel, you will see the general
performance of the company higher with good resrits less mistakes in work

process.

Social motivation, when used well in a company &xactly increase the

performance of individuals, teams and the whole aomy.
V Conclusion

It is true that each worker get motivated diffelgnBut | m also certain that
people should be fairly rewarded for their conttib to the work process. The
absence of financial and material motivation candbemotivator, but the only
use of this policy cannot guarantee long-term natitbn. Because using money,
materials (incentives) to increase performance tcan them to selfish, self-
centered. Managers should focus their work stragegn teamwork, concern for
customers, shared values, growing and developiagsipn, and meaningful
work and taking into account social events in woskfe. The culture provides
the context or backdrop that either energizes baests people. The two main
scientific results, which are the understandingso€ial motivation and the
understanding of social performance and how it lsammeasured, are totally
found. This will permit managers in developing c@vdloped countries to

analyze HR management from different viewpoints.

Cnmcox aurepatypsl

1. Becker, B. The impact Human Resource Management Qrganizational
Performance: Progress and Prospects / B. BeckeGeBhart // Academy of Management
Journal. — 1996. — Vol. 39.

2. Jean- Pierre Magot et Jean-Marie Peretti : Rémtinaravlagnard-Vuiber- Octobre
2012 paris.

http://ej.kubagro.ru/2015/01/pdf/053.pdf



Hayunsrit sxypaan KyoI'AY, Ne105(01), 201501a 11

3. BERNARD MARTORY : Controle de gestion sociale «g&amasse salariale,
effectifs, compétences ; performance§gdition Magnard-Vuiber- Octobre 2012 paris.

4. Bernard Martory et Daniel Crozet: Gestion des ressgs humaines. Pilotage social
et performances.®2&dition. Dunod,Paris, 2010.

5. Don hellriegel-John w. Slocum: MANAGEMENT DES ORGHMMTIONS. 2e
edition De Boeck and Larcier s.a., 2006.

6. Becker, G.S. Human Capital (3rd Ed) — Chicago: ©Ersity of Chicago Press, 1993.

7. Jean-Marie Peretti. Gestion des Ressources Humageesdition. Librairie Vuiber-
November 2013

8. Experts teach: Motivation. Manage, train, leatredlition 2014

9. Anthony Bagshawe. How to Improve Motivation? How get everyone in your
business motivated?

10.Manmohan Joshi: Human Resource Manageniéatiition 2013.

11. Michael Armstrong and Stephen Taylor: Handbook Hfiman Resource
Management Practice. 1 2dition 2014.

12. Apmctponr, M. [IpakTrka ynpaBicHHs 4eIOBEUECKUMHU pecypcamu: cep. MBA (10-
¢ u3.): riep. ¢ auri. —CII6.: [Turep, 2010.

References

1. Becker, B. The impact Human Resource Management Quganizational
Performance: Progress and Prospects / B. BeckeGehart // Academy of Management
Journal. — 1996. — Vol. 39.

2. Jean-Pierre Magot and Jean-Marie Peretti : Remtioerdlagnard - Vuiber- Paris,
October 2012.

3. BERNARD MARTORY: Social Control "wages, payroll, vkforce; performance»
7th ed. Magnard Vuiber- Paris October 2012

4. Bernard Martory and Daniel Crozet: Human Resoukdanagement. Social
management and performance. 7th edition. Dunods,P20110.

5. Don Hellriegel John w. Slocum: ORGANIZATION MANAGEENT. 2" edition
De Boeck and Larcier S.A. 2006.

6. Becker, G.S. Human Capital (3rd ed) — Chicago: ®rsity of Chicago Press, 1993.

7. Jean-Marie Peretti. Human Resources Management dditton. Vuiber library.
Paris November 2013.

8. Experts teach: Motivation. Manage, train, leatredlition 2014

9. Anthony Bagshawe. How to Improve Motivation? How dget everyone in your
business motivated?

10.Manmohan Joshi: Human Resource Manageniéatiition 2013.

11.Michael Armstrong and Stephen Taylor: Handbook lfiman Resource
Management Practice. 1 2dition 2014.

12.Armstrong. M. Practice of HR management: 3¢BA (10" edition.): translate in
Eng. — SPB: Peter, 2010.

http://ej.kubagro.ru/2015/01/pdf/053.pdf



