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ABSTRACT
The purpose of this research is Compare and Ranking of Motivational Strategies from the
viewpoint of human resources of PNU Lorestan base hybrid approach. In the present study because of
the complexity of the design matrix, we selected a sample of members 41 members from statistical
population (members of the faculty, managers and employees). Based on analysis of the data using
Shanon Software, two criteria of Providing material needs and providing social needs had the highest
weights (Wj = 0.200 and Wj = 0.1150) in determining strategies for motivating and strengthening the
organizational communication and achievement and expectations had the lowest weight (Wj = 0.06(.
Based on the analysis on data by TOPSIS algorithm, Encourage and reward strategy and optimization
programs of compensation had Value (Ci = 0.8328070and Ci = 0.813819) with the first priority and
the strategy of decentralization had the second priority and floating time of working had (Ci =
0.2964930 and Ci = 0.2377870) the last priority. Based the Saw technique, incentives and rewards
(appreciation) strategy and Optimize compensation plans were the first and second priorities
respectively. Based on data analysis by Hybrid approach (Topsis and Saw), incentives and rewards
(appreciation) strategy and Optimize compensation plans were the first and second priority
respectively.
1
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1. INTRODUCTION
The issue of employee motivation and affective factors as recognition of these efforts,
seeking ways of motivating factors and the importance of each one of their priorities .In all
organizations, whether industrial or trade an important factor in achieving the goals of the
company. In order to achieve greater efficiency and productivity of the factors motivating
factor in her knowledge.
Problem, significance and research purposes
The Higher education of system according to the mission, goals and functions of its own
special place in the implementation of development programs all unilateral country. At this
moment it is necessary for management to seek strategies to improve the outcome of
motivational programs. One of the strategies outlined in the assessment of plans and programs
related to motivation and awareness of the current situation and the improvement it. Creating
an efficient and effective system of motivation can be more efficient system performance, and
help improve productivity; On the other hand, using the information from the evaluation of
Motivation Strategies on Required fields to improve motivation provided background and
motivation of the staff made sure. So the motivational strategy is one of the most effective
tools to improve organizational performance. The purpose of this study was to determine the
factors affecting motivation and stimulus plans from employees using the second ranking
algorithm is TOPSIS.
Research Question
According to this research is question follows:
1. Most motivating indicators from the perspective of human resources (faculty,
administrators and staff) Payam Noor University province which is an indicator?
2. Which of the motivation strategy from the perspective of human resources (faculty,
administrators and staff) Payam Noor University There is higher rank?

2. REVIEW OF THE LITERATURE AND THEORETICAL LITERATURE
Motivation job in the organization
Motivation is the inner force or urge that drives, directs, or influences an individual to
attain goals organizational. It involves the biological, emotional, social and cognitive forces
that translate on wishes into action. Academic staff of motivation can arise from factors in the
school system which, if favourable to them, could support improve their teaching
effectiveness and thus better on the quality output (students). Motivation is a major factor that
determines the rate and success. (Regina, 2014) Despite the extensive amount of research
done on motivation, researches on the most important job motivation factors in educational of
hospitals (especially comparison among views of employees and managers) are very limited.
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Jungert et al, (2013) these vertical helping an employee should get from the workforce
atmosphere, the correlation between coworkers is a chief factor to reach the expected
outcomes. (Mohebbifar et al, 2014)
Conclusion research Peter et al Showed Nurses have different levels of job motivation
the tele-ICU, including the challenges and opportunities for new learning that happen while
interacting with clinicians in the tele-ICU and the various ICUs being monitored. Tele-ICU
nurses also appreciate the opportunities for teamwork in tele-ICU physicians and nurses. The
relationship and interactions with the ICUs is sometimes mentioned as a dissatisfier. Some of
nurses miss being physically at the bedside, as well as interacting by patients and families.
(Peter et al, 2013). Motivational Regulations were Calculated And measured with subscales of
Self-Regulation Questionnaire In the work, which is reliable in Norwegian(Gagne et al,
2014).
According to research by Quratulain, Khan et al (2015)" How does personnel public
service motivation get affected? A conditional process analysis of the effects of person-job fit
and work pressure" Organizational experiment can affect personnel service common
motivation in a myriad of ways. the institutional perspective on theory, we argue that an
individual‟s service common motivation gets affected due to feelings of personal fit with the
job requirements and indirect effects of perceived fit on job satisfaction is mediated through
common service motivation. We expect that the direct effect of job fit on job satisfaction
contingent is the experience of work push, as that the effect would be stronger in low pressure
conditions. In conditions of high workload, the strength of the effect of work Suitable on
work satisfaction from, common service of motivation may be weaker such as compared by
low work push conditions.
Drawing on institutional theory and synthesis insights of person– environment Suitable
theory, we argue that public service motivation is a consequence of person–work Suitable and
can serve as an underlying mechanism transferring the effect of person– work Suitable on
work satisfaction through General service motivation. The extant research focuses on the
direct relationship between public service motivation and relevant outcomes, limited research
attention is given to understanding the process links. They are argue that occupations and
environment institutional shapes personnels public service motivation and this effect is
directly observed within effects of person– work Suitable on common service motivation and
indirectly on feeling of job satisfaction. Individuals feeling that their needs and values are
congruent with values organizational and their abilities Suitable with work demands
experience high work satisfaction and this effect is transferred through increase in their public
motivation service. (Quratulain, Khan et al., 2015).
study Einar M. Skaalvik, Sidsel Skaalvik, (2011), examines the relations among school
context variables and teachers‟ feeling of belonging, emotional exhaustion, job satisfaction
and motivation to leave the teaching profession. Six aspects of the school context were
measured: value consonance, supervisory help, relations with colleagues, relations with
parents, time pressure, and discipline problems. All six school context variables were related
to job satisfaction and motivation to leave the teaching profession. These relations were
primarily indirect, mediated through feelings of belonging and emotional exhaustion.
Academic staff motivation
A academic staff motivated is one who not only feels satisfied with his or her job but is
empowered to strive for preference and promotion in instructional practice. When academic
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staffs are motivated, they is satisfied and more committed to their teaching job. (Regina,
2014) It is useful into illuminate the case of motivation enhancement by insights from the
authenticity debate concerning use of psychopharmacology (antidepressants). Ilieva and Farah
(2013) have given special attention to the issue of motivation increase. They define
motivation as a “broad set of affective states that influence whether a individual will
voluntarily use their cognitive ability in the Operation of a task” Motivation is about wanting
to make on effort necessary to do a Task for example, doing a cognitive task. (Kjærsgaard,
2015) there are various motives that may be associated with organizational commitment.
(Bang et al, 2013)
Findings Research Done by Chemolli and Gagne (2014), suggested that above levels of
self-determined of motivation are negatively connected to burnout. This method has been
criticized (Bentzen et al, 2016).
Communication is an aspect that is vital Important for managing. This is the only way
in which a manager could asses which type of motivation method he needs to use and also
one of the main channels for supporting all the developed activities in this perspective. The
creation of familiar ties between managers and workers is a fundamental aspect of HR
management in every knowledge corporation. Informal of relationship, caring and
constructive behaviors and professionalism are decisive, as they authorize and empower
managers and scientists to learn about each other and their work, thus providing the
foundation for collaboration (Todericiu et al. 2013). In this study Stynen et al, empirically
examine the role of work valence in explaining reservation wage ratios. In addition, this study
further enriches our understanding the role of “motivation work” in two ways. (Stynen et al,
2014) In any organisation, often there is a relationship between Two variables motivation and
satisfaction job (Adzei and Atinga, 2012).
It is possible for job satisfaction of employees with high of common service motivation
levels to be higher when the tasks in their organization satisfaction their Foundation
psychological needs. Therefore, this research tests the claim that job impact and job contact
operate as both a mediator and a moderator on the relationship among common service
motivation and job satisfaction (Wiley & Ltd, 2014).
Satisfaction and organizational Motivation
Pandey and Stazyk (2008), the Motivation A factor that is reported to affect job
satisfaction in the common sector is an employee‟s Public service motivation level. (Taylor et
al, 2011) There are relationship between job satisfaction and organizational Motivation and
organizational commitment.
The job satisfaction of government workers across different countries is likely to be an
abstract of a variety of components: Public service motivation, workplace attributes, job
relationships and even the country‟s environment. These are elaborated to the subsequent subsections. The relationship between job satisfaction and its determinants must also make
allowances for the national work context. This is particularly relevant in cross-country
comparisons. Vandenabeele and van de Walle (2008) reported the lowest PSM levels in
Europe (with the exception of Southern Europe), higher levels in the American regions and
Southern Europe, with Australasia and Asia somewhere in among (Taylor et al, 2011).
According to Robbins, DeCenzo, and Coulter (2011), motivation is Mean the process on what
a person‟s make, efforts are energized, directed, and sustained toward attaining a Purpose.
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3. RESEARCH METHODOLOGY
The study of different types of descriptive data collected from field survey.
Implementation of a deductive - inductive has been done. Literature and theoretical
background of the research library and archival, internet articles and interviews with a number
of senior executives and the organization's strategic direction and gather comparative data to
prove or disprove the hypothesis form is inductive. The library consists of two parts of a
whole is a part of studies on motivation strategies and other studies on indicators and
measures of motivation. Later with the help of indicators, strategies motivation
Algorithms Shannon and Hybrid approach (includes techniques Saw and Topsis Wath
The data obtained from these two algorithms combine and and the provide results will be
more comprehensive) were evaluated using mathematical algorithms. According to this study
population consisted of all employees, treaty, convention centers and units across the
province, including three Noor University: Borojerd Center, Suite Hello, Nurabad units,
respectively. In the present study due to the complexity of the design matrix selectively
examples of community members, were studied .
Questionnaire survey to collect data matrix is composed of 10 items and 15 criteria are
used. The 15-item questionnaire motivation strategies according to 10 criteria, functional
index and effective strategy will be evaluated. The numbers given the importance of the
criteria in determining corporate strategy and performance measures will be effective. Data
were collected by questionnaire and decision matrix members of the population, respectively.
TOPSIS Algorithm
TOPSIS is one of the strong decision-making methods and techniques, prioritized
according to proximity to the ideal solution. Based on the option selected, the shortest
distance from the ideal solution and the farthest is the worst answer. TOPSIS model of
process analytical models in operations research. Wide application in the field of selection
and prioritization of available alternatives with respect to near the desired option (ideal) or to
avoid an undesirable option (critical) is. TOPSIS model was introduced in 1981 by Huang
Vyvn in many applications in operations research analysis, decision-making policies,
implementation and control of decision- makers and executives played.
Implement
ation

Strategies

Solution
Model

TOPSIS

Criteria

Organizati
on

Figure 1. Application of TOPSIS in strategy selection process.

Analysis of the data
In this section the data matrix obtained from the statistical community
Contains data that Different motivational strategies to suit the desired parameters evaluated
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were prepared and analyzed by mathematical algorithms Shannon and TOPSIS is presented in
the form of matrices and tables. In general, data analysis is performed in two main steps as
follows:
First stage: coefficient of importance (weight) of each index.
Second stage: rating plans and strategies Motivation.
The first research question:
1. Most motivating indicators from the perspective of human resources(faculty, administrators
and staff) Payam Noor University province which is an indicator?
To investigate the first question, the following steps have been computed by the
algorithm Shanon
Shanon algorithm steps
First step: decision matrix: In this stage, the data matrix with 10 options and 15 criteria
with respect to the bipolar spectrum that was described in Chapter III of the numbers 1
through 9 are obtained by statistical population.
The numbers give the importance of the criteria in determining their motivation
strategies.
Second step: matrix table Pi: the decision matrix formulation using the matrix Pij have
become.

Pij 

rij
 rij

Third step: is to calculate the entropy table Ej, dj degrees and final weights Wj.
Thus according to the above criteria weighted index of motivational charts to solve the
model and presents the results to be presented in a clear and transparent.
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Constructive conflict and

Material needs of employees

Social needs of employees

Strengthening staff morale

Achieving the expectations and goals

Trying attempt

Imagine the positive mental

Organizational Commitment

Strengthening communications
Organizational

Decision matrix

Job Satisfaction

Table 1. Decision matrix: Comparison of motivational motivation strategy of Human Resources PNU
Lorestan Province of Iran.
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Optimize compensation
plans

7.0976

5.9024

7

7.29

7.268

6.41463

6.8537

6.9024

7.268

6.0976

Promote safety and health

7.0244

6.122

6.439

6.51

6.585

6.14634

6.2683

6.0244

5.537

4.9756

Participative management

6.8049

6.878

6.976

6.44

6.825

6.85366

6.1951

6.0244

4.659

5.9268

6.6829

6.439

6.805

6.68

6.854

6.36585

6.4146

5.6829

5.293

5.7073

6.9268

7.05

7.049

6.56

6.902

6.4878

6.4634

5.7317

5.683

5.475

7.4634

6.9756

7.2

6.95

7.171

6.87805

6.8537

6.439

6.585

6.0244

7.9268

7.3415

7.341

7.66

7.805

7.34146

7.439

6.878

6.659

6.4634

7.225

6.525

7.15

6.75

7.075

6.525

6.975

6.6

6.7

6.075

6.2439

6.2927

5.293

5.85

5.975

5.90244

6.0976

5.3171

5.146

5.2683

Optimal design job

6.7561

6.3415

5.976

6.46

6.512

6.2439

5.9268

5.561

5.707

5.561

Improving education and
job

6.9268

6.4634

6.22

6.56

6.61

6.43902

6.4634

6.439

6.195

5.7317

Working Time Float

5.878

5.8049

6.073

5.83

6.195

5.87805

5.6585

5.4634

5.634

5.1463

6.5854

6.2927

6.537

6.61

6.561

6.46341

5.8537

5.9756

5.707

5.7073

6.5263

6.5

6.316

6

5.684

6.02632

5.7632

5.4737

5.711

5.0263

6.5897

6.1538

6.179

6.1

6.179

5.66667

5.5263

5.4103

5.308

5.1026

Reasonable and fair
assessment practice
Good working
environment
Job security and stability
Incentives and rewards
(appreciation)
Employment and
enterprise promotion
Communication and
collaborative working
environment

Train and empower
employees
Communication and
collaborative working
environment
Decentralization
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Strengthening
staff morale

Social needs of
employees

Material needs of
employees

Constructive
conflict and

0.9987409

0.998617

0.9975834

0.9988940

0.9992104

Achieving the
expectations and
goals

Trying attempt

Imagine the
positive mental
0.9989974

0.998858

Organizational
Commitment
0.998677

Strengthening
communications
Organizational
0.9992454

Ej

0.99911

Job Satisfaction

Table 2. Comparison of motivational importance coefficient is criteria motivation strategy of Human
Resources PNU Lorestan Area in Iran.

0.0007895

0.0012590

0.001382

0.0024165

0.0011059

0.0654796

0.1044202

0.114630

0.2004114

0.0917227

0.0010025
0.0831408

0.001141

0.001322
0.109652

0.094686

0.0007545
0.0625754

Wj

0.00088

Dj

0.07327
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Figure 2. Column Wj motivation strategy of Human Resources PNU Lorestan Area in Iran.

Based on the data analysis needs of material and social needs of employees Two criteria
are In determining the type of motivational strategies It has the highest weight On the
contrary, Strengthen communication and organizational goals and expectations Lowest
weight.
Second research question
2. Which of the motivation strategy from the perspective of human resources (faculty,
administrators and staff) Payam Noor University There is higher rank?
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To investigate the second question, the following steps have been computed by the
algorithm Topsis
Algorithm to solve the TOPSIS
First step: decision matrix
Second step: decision matrix Scale: In this step, the intermediate operations are normalized to
obtain the matrix ND takes place.
Third Step: Calculate the weighted decision matrix Scale
Fourth step: (calculated positive ideal solution and negative ideal solution) phase of the
positive ideal solution and negative ideal solution sets are identified. Determine the maximum


( A ) and minimum ( A ), which is the highest and lowest values for each index.

A=

minV i 1

0.01621179 0.014461353 0.022727 0.019049494 0.0207389 0.01499476

A=

0.023506471 0.02615235

0.040917667 0.02090749

0.031642277 0.03395007

0.063840129 0.02715923

maxV i 1

0.021862372 0.018289358 0.031525 0.025027368 0.0284762

0.0194265

Fifth step: calculation based on Euclid distance as the positive and negative ideal solution.
Measure the distance to the ideal values

SI  

 (aij  A

SI  

 (aij  A

 2

)

 2

)

Sixth step: (Calculate the relative closeness to the ideal solution

CI 
calculated using the following equation is obtained
the CI values.

Ai

) at this stage CI

si
si  si  . The ranking is done using

Table 3. di+ motivation strategy of Human Resources PNU Lorestan Area in Iran.

di+
Optimize compensation plans

0.0063303

Promote safety and health

0.0197017

Participative management

0.0249174
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Reasonable and fair assessment practice

0.0204249

Good working environment

0.017322

Job security and stability

0.0081136

Incentives and rewards (appreciation)

0.0053571

Employment and enterprise promotion

0.007926

Communication and collaborative working environment

0.0257989

Optimal design job

0.0196019

Improving education and job

0.0139249

Working Time Float

0.0224849

Train and empower employees

0.0182903

Communication and collaborative working environment

0.0215392

Decentralization

0.0240254

Table 4. di- motivation strategy of Human Resources PNU Lorestan Area in Iran.

diOptimize compensation plans

0.0276705

Promote safety and health

0.011567

Participative management

0.0115429

Reasonable and fair assessment practice

0.0117044

Good working environment

0.0145071

Job security and stability

0.0227153

Incentives and rewards (appreciation)

0.026684

Employment and enterprise promotion

0.0232645

Communication and collaborative working environment

0.005458
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Optimal design job

0.0112807

Improving education and job

0.0169347

Working Time Float

0.0094763

Train and empower employees

0.0127176

Communication and collaborative working environment

0.0106652

Decentralization

0.0074952

Table 5. Ci motivation strategy of Human Resources PNU Lorestan Area in Iran.

Motivation strategy of Human Resources PNU Lorestan Area in Iran

Ci

Optimize compensation plans

0.8138192

Promote safety and health

0.3699221

Participative management

0.3165892

Reasonable and fair assessment practice

0.3642908

Good working environment

0.4557807

Job security and stability

0.736818459

Incentives and rewards (appreciation)

0.832806604

Employment and enterprise promotion

0.745883929

Communication and collaborative working environment

0.174618499

Optimal design job

0.3652775

Improving education and job

0.5487656

Working Time Float

0.2964934

Train and empower employees

0.410142

Communication and collaborative working environment

0.331171

Decentralization

0.2377867
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Figure 3. Column Ci Topsis Motivation strategy of Human Resources PNU
Lorestan Area in Iran.
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Based on data analysis by Topsis, Encourage and reward strategy and optimization of
compensation plans In the first and second priority And strategy Working time floating and
decentralization has The last priority is selected.
SAW Algorithm
Data analysis by Saw 0N Through the following formula

First Step: Data Weighted average
Table 6. Weighted average.
0.520109

0.369348

0.767567

0.60632

0.688206

0.420028

0.715661

0.791228

1.456649

0.559285

0.514747

0.383084

0.706055

0.541429

0.623542

0.40246

0.654537

0.690577

1.109595

0.456377

0.498661

0.430397

0.764893

0.535346

0.646232

0.448775

0.646896

0.690577

0.933624

0.543625

0.489725

0.402925

0.746172

0.555624

0.648946

0.416834

0.669818

0.651435

1.060714

0.523491

0.507598

0.441157

0.772916

0.545485

0.653564

0.424819

0.674911

0.657027

1.138924

0.502182

0.546919

0.436502

0.789498

0.577829

0.678968

0.450372

0.715661

0.738107

1.319783

0.552574

0.580878

0.459395

0.80501

0.636737

0.739013

0.480716

0.776785

0.788432

1.334447

0.592842

0.529448

0.408305

0.784015

0.561201

0.669904

0.427255

0.728331

0.756559

1.342757

0.557216

0.457553

0.393767

0.580356

0.486678

0.565749

0.38649

0.636709

0.609497

1.031386

0.483222

0.495087

0.39682

0.65524

0.537374

0.616614

0.408849

0.618881

0.637456

1.143812

0.510068

0.507598

0.404451

0.681985

0.545485

0.625851

0.421625

0.674911

0.738107

1.241573

0.525728

0.430743

0.363243

0.665938

0.48465

0.586591

0.384893

0.590866

0.626272

1.129147

0.472036

0.482576

0.393767

0.716753

0.549541

0.621233

0.423222

0.61124

0.684985

1.143812

0.523491

0.478248

0.40674

0.692542

0.498845

0.538215

0.394601

0.60179

0.627449

1.144455

0.461027

0.482896

0.385079

0.677596

0.507372

0.585111

0.371051

0.577059

0.620179

1.063722

0.468021
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Second step: Data ranking on saw
Table 7. Data ranking on saw.
ranking on saw
Optimize compensation plans

6.894400106

Promote safety and health

6.082402786

Participative management

6.13902629

Reasonable and fair assessment practice

6.165682373

Good working environment

6.318583092

Job security and stability

6.806210999

Incentives and rewards (appreciation)

7.194254889

Employment and enterprise promotion

6.764989355

Communication and collaborative working environment

5.631406619

Optimal design job

6.020199107

Improving education and job

6.367314378

Working Time Float

5.734380371

Train and empower employees

6.150619082

Communication and collaborative working environment

5.843913871

Decentralization

5.73808791

ranking based on SAW
8
7
6
5
4
3
2
1
0

Figure 4. Column on saw ranking Motivation strategy of Human Resources PNU
Lorestan Area in Iran.
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Based on data analysis by SAW, incentives and rewards (appreciation) strategy and
Optimize compensation plans in the first and second priority is selected.
Hybrid approach
Hybrid approach includes techniques SAW and TOPSIS. The data obtained from these
two algorithms combine and provided results will be more comprehensive and more reliable
First Step: Hybrid technique of SAW and TOPSIS
Table 8. Hybrid SAW and TOPSIS.

Optimize compensation plans
Promote safety and health
Participative management
Reasonable and fair assessment practice
Good working environment
Job security and stability
Incentives and rewards (appreciation)
Employment and enterprise promotion
Communication and collaborative working
environment
Optimal design job
Improving education and job
Working Time Float
Train and empower employees
Communication and collaborative working
environment
Decentralization

SAW
6.894
6.082
6.139
6.166
6.319
6.806
7.194
6.765

TOPSIS
0.8138192
0.3699221
0.3165892
0.3642908
0.4557807
0.736818459
0.832806604
0.745883929

5.631

0.174618499

6.020
6.367
5.734
6.151

0.3652775
0.5487656
0.2964934
0.410142

5.844

0.331171

5.738

0.2377867

Second Step: normalization of data
Table 9. Normalization based on SAW and TOPSIS.

Optimize compensation plans
Promote safety and health
Participative management
Reasonable and fair assessment practice

-95-

Normalized
SAW
0.073460757
0.064808817
0.065412148
0.065696172

Normalized
TOPSIS
0.116257134
0.052844763
0.045225958
0.052040311
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Good working environment
Job security and stability
Incentives and rewards (appreciation)
Employment and enterprise promotion
Communication and collaborative working
environment
Optimal design job
Improving education and job
Working Time Float
Train and empower employees
Communication and collaborative working
environment
Decentralization

0.067325349
0.07252109
0.07665575
0.072081868

0.065109987
0.105257288
0.118969556
0.106552325

0.060003392

0.024944909

0.064146028
0.067844588
0.061100591
0.06553567

0.052181265
0.07839323
0.042355197
0.058590327

0.062267685

0.047309023

0.061140095

0.033968725

Third Step: Ranking based on hybrid approach
Table 10. Ranking based on hybrid approach.

Ranks by hybrid approach
Optimize compensation plans
Promote safety and health
Participative management
Reasonable and fair assessment
practice
Good working environment
Job security and stability
Incentives and rewards (appreciation)
Employment and enterprise promotion
Communication and collaborative
working environment
Optimal design job
Improving education and job
Working Time Float
Train and empower employees
Communication and collaborative
working environment
Decentralization
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0.094858945
0.05882679
0.055319053
0.058868241
0.066217668
0.088889189
0.097812653
0.089317096
0.042474151
0.058163646
0.073118909
0.051727894
0.062062999
0.054788354
0.04755441
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ranking by hybrid approach
0,12
0,1
0,08
0,06
0,04
0,02
0

Figure 5. Column on Hybrid approach ranking Motivation strategy of Human Resources PNU
Lorestan area in Iran.

Based on data analysis by Hybrid approach, Incentives and rewards (appreciation)
strategy and Optimize compensation plans In the first and second priority is selected.

4. DISCUSSION AND CONCLUSIONS
To Motivate employees, it is necessary to satisfy the needs identified. One of the
important tasks for managers in organizations is providing facilities for the growth and
prosperity of the strengths and abilities of the staff. The key to success is effective
management of human resources. With respect to key role in the development of human
resource, psychological and spiritual needs of the people are very important. Therefore, one of
the most important management tasks is motivating people. Based on data analysis by Shanon
software, material and social needs of employees are the two criteria which have the highest
weight in determining the type of motivational strategies. This shows that two factors might
be involved. Based on survey data analysis by TOPSIS algorithm, encourage and reward
strategy and optimization of compensation plans were the first and second priorities and
decentralization was the last priority. Based on data analysis by SAW, incentives and rewards
(appreciation) strategy and Optimize compensation plans were the first and second priority.
Based on data analysis by Hybrid approach, incentives and rewards (appreciation) strategies
and Optimize compensation plans were the first and second priority respectively.
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Suggestions
The results of this study suggested that welfare facilities such as housing is required for
manpower. In addition, to reach employee satisfaction, mental and physical health of them,
organizations provide applications and tools they need.
Thank
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