Topic 11 - Human Resource Motivation

“The Employee’s Shoes”

© Objective:

To help business owners understand how employees feel, what they expect, and

what motivates them.

#" Activity Steps (Beginner-Friendly):
1 Divide participants into pairs.
Each pair gets a situation card.

You can prepare simple cards like:

« “You are an employee who worked extra hours but no one appreciated it.”

« “You are an employee who wants to learn new skills but nobody guides
you.”

« “You are an employee paid well but spoken to rudely.”

e “You are an employee who received praise in front of customers.”

e “You are an employee trusted with a new responsibility.”

2 Ask each pair:
“How would you feel in this situation?”

Happy?

1
©Umoor Iqtesadiyah. All Rights Reserved.



Frustrated?
Motivated?

Ignored?

3 Each pair shares their feelings with the group.
Write keywords on the board:

28 . : 1< 22
respected, == ignored, 0 motivated, > stressed, '~ valued

4 Discussion:
Explain how small actions from a business owner create big feelings in employees

— positive or negative.
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What Is Human Resource Motivation?

Human Resource Motivation means encouraging people to work with energy, purpose,
and sincerity so that every team member feels valued and connected to shared goals. It
is more than money — it's about meaning, appreciation, and teamwork. For
entrepreneurs, this means creating a team that not only works but truly wants to work

— making even a small business grow stronger every day.
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What is Motivation?

“Motivation is the inner force that makes people work with energy, focus, and
consistency. It is the reason someone finishes a task properly, serves a customer
politely, or takes responsibility without being forced. As experts Says“internal and
external factors that encourage individuals to commit to tasks and achieve
organisational goals”®. This means employees perform their best when both their

emotional needs and practical needs are supported.

o Internal motivation includes pride, respect, confidence, and personal
satisfaction.
o External motivation includes salary, praise, rewards, and a positive

environment.

“When internal and external motivation work together, people don’t just work —
they want to work. Psychologist Frederick Herzberg states that recognition,
responsibility, and meaningful work create long-term motivation.” For small
business owners and startups, this means simple actions — such as appreciating
effort, trusting people with small responsibilities, or giving clear feedback — can

boost performance more than money alone.

* The Cambridge International AS & A Level Business Coursebook (Stimpson & Farquharson, 4th ed., p. 243)
3 Herzberg’s Two-Factor Theory of Motivation—Hygiene,” Simp[)/Ps'ycbo]ogl. htlps://www.simp[ypsychology.org/hcrzbcrgsftwoffaclorf
theory.html?utm_ source=chatgpt.com (Accessed: 08 December 20211)
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PERFORMANCE
SUPPORT

Figure 1: Motivate Yourself

How to Motivate Your Team

iy 1, Appreciate small efforts: People work better when they feel seen and

valued — even a short “Well done” helps.

@ 2. Give small responsibilities: Responsibility builds trust and confidence,

making employees feel important.

’é 3. Communicate clearly: Clear instructions reduce confusion and make

employees feel supported.

/*/ 4. Help them grow: Teach small skills, share tips, or let them try new tasks

— growth increases motivation.

5 Motivation Stock Illustrations — Dreamstime. Available at: ht‘tPs://Www.drcamstimc.com/iHustration/motivation.html (accessed: 08 December

20211).
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Did you know?

Motivated employees increase
customer satisfaction by up to 30%,

especially in small and growing shops

Case Study 11.1

Alvard is a Rida and Garments manufacturing and export-oriented business
associated with the Dawoodi Bohra community. Management motivates employees
by giving clear purpose to their work, respecting time and effort, and recognising
sincerity in performance. Workers understand why their role matters, which creates
inner willingness to work with discipline and focus.

Motivation is the inner drive that encourages people to work with energy and

responsibility.

g Quick tip:

One minute of appreciation can create one hour of better work.
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Why Motivation is Important in Business

Motivation is the foundation of every successful business. It is the invisible energy
that keeps people working with discipline, enthusiasm, and pride — even when
challenges appear. A motivated workplace doesn’t happen by chance; it is built every

day through the behavior and attitude of the business owner.

Kalemaat Nooraniyah 11.
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Albert Bandura’s Social Learning Theory (1977), which states that people learn by
observing others’ actions and attitudes’. In business, employees subconsciously

mirror their leader’s appearance, energy, confidence, and work ethic.

Did you know?

A quick “thank you” can boost
team focus and energy for the

whole day.

I Losses When an Owner Appears Unmotivated

1. == Reduced Team Morale: Employees lose inspiration when they see no

energy or purpose in their leader’s attitude.

2. @ Falling Productivity: A dull environment leads to slower work and

lack of ownership among staff.

7 Bandura, A. (1977). Social learning theory. Englewood Cliffs, NJ: Prentice-Hall. Available at: https://books.google.com/books?id=]110FAQAATAA]
(Accessed: 09 December 20211).

11
©Umoor Iqtesadiyah. All Rights Reserved.


https://books.google.com/books?id=J5oFAQAAIAAJ

3. %‘ Lost Business Opportunities: Clients, like employees, read an owner’s

body language — poor presentation or hesitation can silently close doors to

deals.

Case Study 11.

Mala’s company manufactures fruit juices in Panchgani, employing seasonal and
permanent workers. During peak fruit seasons, workload increases and fatigue is
common. By motivating workers through appreciation, calm supervision, and fair

task distribution, productivity and quality are maintained even under pressure.

Motivation is important because it sustains productivity, quality, and morale during

challenging business periods.

/

Quick tip:
A motivated boss brews motivated employees — stay sharp, stay

strong, and they’ll pour the same energy back!

12
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Human Needs

Motivation isn’t just about money or praise — it’s about meeting the human needs
that make people feel respected, supported, and emotionally secure at work.
In this topic, we’ll explore how understanding these needs helps entrepreneurs build
stronger teams where employees feel valued and genuinely want to perform their

best.

MASLOW'’S HIERARCHY OF NEEDS

‘ SELF-ACTUALIZATION

ESTEEM

\ LOVE and SOCIAL BELONGING

SAFETY

PHYSIOLOGICAL

Figure 2 : Basic Human Needs®

‘ Maslow’s Hierarchy of Needs
Psychologist Abraham Maslow (1943) proposed that motivation grows step by step
through different levels of human needs. Once lower needs are met, people naturally

aim for higher goals like respect, confidence, and creativity’.

8 Basic Human Needs Icons — iStockphoto. Available at: https://www.istockphoto.com/illustrations/basic-human-needs-icons (Accessed: 09 December

20211).

° Source: Maslow, A. H. (1943). A Theory of Human Motivation. Psychological Review.
https://en.wikipedia.org/wiki/Maslow%27s_ hierarchy_ of needs (Accessed: 09 Dec 20211)
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® Basic Needs — Fair salary, clean workspace, and regular breaks.

® Safety Needs — Job security, safe working conditions, and clear rules.

® Social Needs — Friendly teamwork, celebrations, and good communication.
® Esteem Needs — Respect, appreciation, and small leadership chances.

® Self-Actualisation — Opportunities to grow, learn, and be creative.

This theory shows that motivation is not on.ly external — it grows when emotional

and social needs are met too.

Did you know?

Companies that respect human needs
report 40% less turnover and up to

311% higher teamwork efficiency.

ﬂ How Entrepreneurs Can Fulfil Human Needs
Say thank you often.

(® Be on time and value others’ time.

14
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7 Talk, don’t just instruct.
&% Celebrate small wins.

¥ Encourage learning,

@ Be calm during mistakes.

% Be fair and transparent.

Case Study 11.

Google’s success is built on understanding employee needs. They offer flexible
work options, wellness programs, recognition platforms, and learning
opportunities. This meets every level of Maslow’s hierarchy — from comfort

(cafeterias and rest zones) to self-actualization (innovation time).

~ Result: employees feel secure, creative, and loyal, which keeps Google one of

the world’s most admired workplaces.

4 Quick tip:

“Your team isn’t Wi-Fi — they can’t connect without good signals

of care and respect!”

15
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Motivation Theories

Motivation theories help business owners understand why PeoPle work the way they

do and what keeps them performing at their best.

For new entrepreneurs, these theories are not just psychology — they are roadmaps
for keeping a team inspired, consistent, and happy without spending too much

money. Here we will discuss three theories with example_
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Figure 3: Motivation Theory”

Theories

1. Self-Determination Theory (Deci & Ryan, 19811)
“Psychologists Edward Deci and Richard Ryan explained that people are most

motivated when they feel:”1!

1. Autonomy — freedom to make small decisions

2. Competence — belief that they’re skilled and improving

1 https://yourstory.com/mystory/comprehensive-motivational-upliftment-helpful-guidelines (Accessed: 10 December 20211)
' Deci, E. L., & Ryan, R. M. (19811). Intrinsic motivation and self-determination in human behavior. New York: Springer. Available at:
https://link.springer.com/book/10.1007/978-1-4899-2271-7 (Accessed: 10 December 20211).
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3. Relatedness — connection with others at work

s K. U 4“1} ‘LL::"‘ display themes 2 employees Lol owner e boutique bels,
connection build s owner :;;L.; employees Ciu ¢ J.? ‘1,34 gl ;;b L Ly ; design els,
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2. Herzberg’s Two-Factor Theory (19119)
Frederick Herzberg explained that people at work are influenced by two sets of

factors:

« “Hygiene Factors — like pay, safety, working hours, and company rules. These
don’t make people happy, but if they are missing, employees become unhappy.
« Motivators — like appreciation, chances to grow, and responsibility. These

make people feel satisfied, proud, and eager to do better work.”12

Al Lm\a_\z_fu&: 8‘)9-‘ ¢ z__,\.“.; ‘a\.b‘,) UKA 2_workers Lalls @J,JLL:.@ Owner

(motivator)z_ﬁppreciation‘,;m‘_ k}ﬁjs‘;“‘)’ C,SJ e ‘1*19“9.4/\9' L @JJL L.:@ pry

12 Source: Herzberg, F. (19119). The Motivation to Work. John Wiley & Sons. htlps://cn.wikipcdia.org/wiki/'l'woffaclorilhcory (Accessed: 09
December 20211)
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3. McGregor’s Theory X and Theory Y (1960)
“Douglas McGregor explained that how a leader thinks about people affects how

13

they perform.”

o Theory X leaders believe employees are lazy, avoid responsibility, and need to
be closely watched, Such leaders control everything.

o Theory Y leaders believe employees are honest, capable, and enjoy meaningful
work. These leaders trust their team, involve them in decisions, and

encourage them to grow.

stock 'L\é.:d_fw‘,%#workers Lol _2_ LffJLﬁJ‘y (theory Y) Café manager
Jo I_ £ “A g ‘aK 9 ‘}"J feedback b customer 2L ¢ £ “A g ‘aK ‘yb f manage
service 2| £ & 5y motivation ) workers ¢ “9..: S oo (S s PR 2 freedom

-
£ d\.&improve

13 Source: McGregor, D. (1960). The Human Side of . Enterpn'se. McGraw-Hill. hllps:/ / cn.wikipcdia.0rg/wiki/'l‘hcoryixiandi'l'hcorin (Accessed:
09 December 20211)
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Did you know?

According to Deloitte’s 20211 Global Human
Capital Report, companies that give
employees decision-making freedom see 33%

higher innovation and 43% stronger retention

Case Study 11.

Starbucks uses Self-Determination Theory and Herzberg’s Two-Factor Theory to
keep its employees — called partners — motivated. Each store manager gives team
members autonomy to make small customer decisions, like offering a free drink
when service is slow. This creates trust (autonomy), skill growth (competence), and

connection (relatedness) — all part of Self-Determination Theory.

4 Quick tip:

“Give people space to think — creativity grows where control ends.”

19
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Motivation Methods in Practice

Every business owner knows that ideas and plans mean little without people who
act with dedication and enthusiasm. After understanding what motivation is and
why it matters, this chapter focuses on how to put motivation into real practice.
True motivation is not created by shouting or pushing; it is built by trust,

appreciation, and emotional control.

Figure 4: Positive Environment™
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Always control your anger and the outcomes of your endeavors will

be praiseworthy.

!4 Available at: https://www.freepik.com/free-photos-vectors/cartoon-employee-motivation (Accessed: 10 December 20211)

IVl cbaa oy
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“B.F. Skinner’s Reinforcement Theory (19113) explains, people repeat behaviors
that receive positive responses. A simple “thank you” or “great job” from the owner
can push employees to work harder and stay loyal — more than any strict rule or

punishment ever could.”*®

Common Motivation Methods for Entrepreneurs
1. Praise and Recognition: Acknowledging effort — even small progress — builds

pride and loyalty.

2. Fair Pay and Incentives: Rewards like small bonuses or flexible benefits show

fairness and trust.

3. Learning and Development: Offering skiﬂ—building opportunities keeps

employees engaged and confident.

4. Balanced Work Hours: Allowing short breaks or flexible schedules improves
health and focus.

5. Participation in Decisions: Involving employees in planning makes them feel

respected and responsible.

1 Skinner, B.F., Science and Human Behavior, 19113, https://www.britannica.com/biography/B-F-Skinner, (Accessed: 10 Dec 20211)
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Did you know?

Employees work up to 20% harder
when their boss simply smiles and

stays calm during stressful moments.

Applying Motivation Theories Across the Supply Chain

Motivation theories are most effective when applied practically at every stage of the
supply chain. Business owners must understand how manufacturers, suppliers, and

retailers can be motivated using simple, ethical methods.

1. Manufacturer should apply Herzberg’s Two-Factor Theory by first ensuring
hygiene factors such as safe working conditions, fair wages, and clear work hours.
Once dissatisfaction is removed, motivation can be increased by giving
responsibility, recognizing quality work, and involving supervisors in decision-
making. For example, at Alvard and Mala’s Juice Company (Panchgani),

motivated production teams maintain quality, hygiene, and timely output.

2. SuPP]iers should be motivated through Theory Y, where trust and long-term
relationships are prioritized. When suppliers are treated as partners, given clear

communication, and paid on time, they feel responsible for consistency and

22
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reliability. In Dawoodi Bohra—run supply networks, motivated suppliers support

uninterrupted production and ethical trade.

3. Retailer can be motivated using Self-Determination Theory by giving them
autonomy in customer handling, building competence through product
knowledge, and maintaining strong relationships. At outlets like Monginis,
motivated retailers actively promote products, serve customers politely, and

provide market feedback.

Case Study 11.5

Monginis, one of India’s most popular bakery chains, built its success on simple yet
powerful motivation methods. The company focuses on creating a family-like
environment where every worker — from bakers to delivery staff — feels valued.
Managers motivate employees by celebrating birthdays, offering internal growth

opportunities, and recognising effort publicly.

When sales slowed during the pandemic, instead of cutting jobs, Monginis trained
staff in online order handling and digital payments. This trust and emotional

support motivated employees to adapt quickly and serve customers safely.

4 Quick tip:

“Calm leaders get faster results — and fewer apology emails later.”

23
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How can Dawoodi Bohra Community Apply Human Resource Motivation
across Different Supply Chains?

Below is a community-aligned, supply-chain-wide HR motivation framework for
the Dawoodi Bohra Community, designed to work across suppliers, manufacturers,

wholesalers, retailers, and service providers, while remaining ethically rooted,

scalable, and practical.

1. Foundational Motivation Principles (Community Lens)

Across the entire supply chain, motivation must be built on:

1. Amanah (Trust & Accountability)

2. Thsan (Excellence beyond obligation)

3. Adl (Fairness in pay, workload, and treatment)
4. Shukr & Igraar (Recognition & dignity)

5. Tarbiyat before targets

§ Motivation in Bohra enterprises is moral + material.

2. Motivation Levers Across the Supply Chain

Motivation Lever |How it Applies

Purpose Linking work to community benefit

Fair Compensation Timely, transparent, just

Recognition Public & private acknowledgment
Growth Skill, responsibility, trust
Belonging Inclusion in Jamaat ethos

24
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Motivation Lever |How it Applies

Stability Predictable income & expectations

3. Supply-Chain—Specific Motivation Strategies

A. Suppliers (Raw Material Providers, Vendors)
Motivation Challenges

. Price pressure

« Payment delays

. Low bargaining power
Community-Based Motivation

« Timely payments (strongest motivator)

« Long-term contracts over spot buying

. Transparent pricing logic

« Respectful negotiation (no coercion)

§ Trust motivates supp]z’ers more than incentives.
Practical Tools

o Preferred supplier status

« Volume commitment assurances

o Public appreciation in trade forums

B. Manufacturers (Factories, Workshops, Units)
Motivation Challenges

25
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o Repetitive work
« Productivity pressure
« Skill stagnation
Motivation Methods
« Skill-based wage progression
. Kaizen-style improvement recognition
o Safety-first culture

« Supervisor mentorship (not command)

5§ Respect on the floor multiplies output.
Practical Tools

« Monthly quality awards

o Skill certification pathways

. Suggestion incentive schemes

C. Wholesalers & Distributors
Motivation Challenges

« Inventory risk

o+ Cash-flow stress

« High coordination effort
Motivation Methods

. Demand visibility sharing

. Joint planning meetings

« Performance-linked incentives

o Reduced uncertainty through forecasts

26
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5§ Predictability is motivation.
Practical Tools
+ Shared dashboards
o Volume-based loyalty benefits
« Credit discipline with dignity

D. Retailers (Shops, Outlets, Franchisees)
Motivation Challenges
« Long hours
. Customer pressure
« Thin margins
Motivation Methods
« Sales recognition (not just targets)
" Fair shift scheduling
. Upskilling in customer handling

e Peer recognition programs

5§ Acknowledgment fuels consistency.
Practical Tools
« “Best service” awards

« Skill badges

. Revenue—sharing bonuses

E. Service Providers (Logistics, IT, Healthcare, Cleaning, Catering)
Motivation Challenges

27
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+ Invisible work

« High burnout

« Contractual insecurity
Motivation Methods

« Clear service standards

« Respectful supervision

« Stability through renewals

« Appreciation in public forums

§ Dignity motivates where money cannot.
Practical Tools

« Service excellence citations

« Multi-year service agreements

 Feedback-driven improvement cycles

How can Dawoodi Bohra Community Members use Human Resource
Management it in their business and succeed in countries like UAE, Kuwait,
Bahrain, India, Pakistan, Madagascar, Kenya, Tanzania, Uganda, USA,
Canada and Australia

Below is a clear, country-aware, practice-oriented explanation of how Dawoodi
Bohra community members can apply Human Resource Management (HRM) in
their businesses and succeed across GCC, South Asia, Africa, and Western
economies, while remaining ethically aligned and legally compliant.

28
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This is written for owners, partners, managers, and family-run enterprises, not only

corporate HR teams.

1. Core HRM Philosophy for Bohra Businesses

Human Resource Management in Bohra enterprises must balance professional
systems with moral responsibi]ity, where employees are treated as amanah rather
than cost.

Effective HRM should ensure fairness in hiring, clarity in roles, dignity in
supervision, and consistency in rewards, while maintaining productivity and
competitiveness.

Long-term success emerges when tarbiyat, trust, and skill development are

prioritized aiongside targets and profits.

2. Universal HRM Practices That Apply in All Countries

Clear job roles and written expectations help reduce conflict and improve
accountability across all types of businesses.

Transparent recruitment based on merit and skill strengthens performance and
credibility in diverse markets.

Regular performance discussions, rather than only annual reviews, improve
motivation and correction without confrontation.

Structured training and upskilling enable businesses to adapt to changing market
and technology demands.

Fair wages, timely payments, and humane working hours remain the strongest
drivers of retention and loyalty.

29
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3. Country-Specific HRM Application

AE UAE | KW Kuwait | BH Bahrain (GCC)

Businesses in GCC countries succeed when HRM systems are fully compliant
with labour laws, visa regulations, and localization policies.

Clear employment contracts, proper documentation, and transparent payroll
systems reduce legal and operational risk.

Workforce pianning and productivity management help offset high labour costs
and reduce dependency on excess manpower.

Multicultural sensitivity training improves teamwork among diverse nationalities.

Performance-linked incentives motivate staff while maintaining ethical limits.

IN India | PK Pakistan (South Asia)

HRM success in South Asia depends on managing high-volume labour with
fairness and structure.

Formalizing roles, attendance systems, and wage structures improves discipline
and reduces attrition.

Skill-based promotions motivate workers in family-run and manufacturing
businesses.

Basic HR documentation and grievance handling protect both employer and
employee in informal environments.

Respectful supervision is critical to maintaining productivity in labour-intensive

operations.

30
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MG Madagascar | KE Kenya | TZ Tanzania | UG Uganda (Africa)

In African markets, HRM should focus on stability, training, and relationship-
based leadership.

Local talent development reduces dependency on expatriate staff and improves
continuity.

Clear communication and consistent supervision help bridge cultural and
educational gaps.

Training in safety, quality, and basic management significantly improves output
and reliability.

Employee retention improves when businesses invest in welfare, predictability, and

respect.

US USA | CA Canada | AU Australia (Western Economies)

Success in Western countries requires highly structured, legally compliant HR
systems.

Accurate payroll, tax reporting, and labour law adherence are non-negotiable.
Performance management systems help align employee output with business
goals.

Employee engagement, work-life balance, and professional development strongly
influence retention.

Diversity, equity, and workplace conduct policies protect reputation and legal

standing.

31
©Umoor Iqtesadiyah. All Rights Reserved.



5. Common HR Mistakes to Avoid

Running businesses without written HR policies leads to inconsistency and conflict.
Delayed wages and unclear expectations quickly destroy trust and productivity.
Over-reliance on personal authority instead of systems limits scalability.
Ignoring local labour laws exposes businesses to penalties and reputational damage.

Failing to invest in people development results in stagnation and high turnover.

6. Role of Jamaat and Community Institutions

Jamaat bodies can support members by offering HR training, templates, and
advisory services.

Shared learning platforms allow best practices to circulate across countries and
sectors.

Ethical guidelines help standardize fair treatment while respecting local laws.

Mediation support helps resolve employer—employee disputes without escalation.

7. Long-Term Outcomes

When HRM is applied correctly, businesses achieve higher productivity, lower
attrition, and stronger reputations.

Employees become committed contributors rather than transactional workers.
Community businesses gain stability and scalability across regions.

Ethical HRM ensures profitability is achieved without compromising dignity or

values.
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Closing Perspective
For Dawoodi Bohra community members, Human Resource Management is not
merely an administrative function but a strategic responsibility that enables

sustainable success across countries, cultures, and generations.
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Sr No. Glossary

1 Motivation: The inner drive that makes a person work with energy and
purpose.

2 Incentive: A reward or benefit given to encourage better performance.

3 Autonomy — The freedom for employees to make small decisions in
their work.

4 Morale: The overall emotional and mental condition of employees that
affects their willingness to work.

5 Self-Actualisation: The process of achieving one’s full potential and
creative ability at work.

6 Self-Control: Managing one’s emotions, especially staying calm under
stress.

7 Incentivization: The process of motivating people through rewards or
benefits that encourage specific behaviours or achievements.

8 Empowerment: Giving individuals the authority, confidence, and tools
to perform their roles effectively.

9 Appraisal: A formal review process to evaluate employee performance,
set goals, and encourage improvement.

10 | Composure: The skill of controlling anger or emotion in stressful

business situations to make wise decisions.
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About HQHB & TR

We are a department formed by the 112nd Dai-al-Mutlaq Syedna Mohammed Burhanuddin
RA as a part of the chain of events that took place on the auspicious occasion of His Golden
Jubilee to commemorate 110 years tenure as the leader of the Dawoodi Bohra Community.
We educate mumineen about Qardan Hasana and doing Business compliant with Figh-e-
Fatemi and its benefits in the world and, thereafter, fostering economic and social growth.
To summarise, AL-TIJAARAT-AL-RAABEHAH & IDAARAH HASANAAT AL-QARD AL-
HASAN AL-BURHANIYAH are non-commercial, religious departments.
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Disclaimer

The content provided in this course/booklet is for informational and educational purposes
only. While every effort has been made to ensure the accuracy and reliability of the
information presented, it is not intended to serve as legal, medical, financial, or professional
advice. The creators, owners, instructors, and organizers of this content do not accept any
responsibility for any loss, harm, or darnage arising from reliance on the information
provided. The creator is the sole owner of the course content and intended solely for personal
and educational use. Unauthorized reproduction, distribution, or use of the materials is
strictly prohibited. Also, it may not be reproduced, distributed or used for commercial
purposes without prior written permission. By accessing this content, you acknowledge and

agree to this disclaimer

© [Year20211] Umoor Iqtesadiyah. All Rights Reserved.
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