
IOSR Journal of Humanities and Social Science (IOSR-JHSS)  

Volume 30, Issue 6, Series 9 (June, 2025) 26-29 

e-ISSN: 2279-0837, p-ISSN: 2279-0845.  

www.iosrjournals.org 

 

DOI: 10.9790/0837-3006092629                                      www.iosrjournal.org                                          26 | Page 

Developing a Hybrid Motivation Model: Aligning Self-

Determination Theory and Maslow’s Hierarchy for HR 

Strategy in Indian Banks 
 

1Ms. Milagrin Mary Arokiyaswamy C, 2Dr. Pralhad Rathod,  
1Fulltime Research Scholar, Department of Management Studies, Visvesvaraya Technological University - 

590018 
2Associate Professor, Department of Management Studies, Visvesvaraya Technological University – 590018 

 

Abstract:  
This research compares Self-Determination Theory (SDT) and Maslow’s Hierarchy of Needs in optimizing 

employee performance within India’s banking sector. Through systematic analysis of secondary data, the study 

evaluates how intrinsic growth (SDT’s autonomy, competence, relatedness) and hierarchical fulfillment 

(Maslow’s physiological to self-actualization needs) drive productivity, engagement, and innovation. Findings 

indicate that while Maslow’s model effectively addresses foundational needs (e.g., job security), SDT’s focus on 

intrinsic motivation better sustains performance in digitally evolving environments. The paper proposes a 

hybrid framework integrating both theories, tailored to India’s unique cultural and organizational dynamics, 

offering actionable strategies for bank HR policies. 
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I. Introduction 
India’s banking sector, contributing ~7.5% to GDP, faces rising employee attrition (15–20% annually) 

and productivity gaps amid digital disruption. Traditional motivation models like Maslow’s Hierarchy prioritize 

sequential need fulfillment but overlook contextual adaptability. Conversely, SDT emphasizes innate 

psychological needs for sustained engagement. This study investigates which theory—or their integration—

better enhances performance in India’s hierarchical, collectivist banking culture. Using secondary data, it 

addresses gaps in cross-theoretical comparative research and offers evidence-based HR solutions 

 

II. Literature Review 
Maslow’s Hierarchy in Indian Banking 

Maslow (1943) posits that unmet basic needs (salary, job security) inhibit higher-order growth. Sharma 

& Singh (2018) confirm that public bank employees prioritize safety needs (e.g., pensions), while Agarwal 

(2020) notes stagnation due to limited self-actualization opportunities (e.g., skill development). Self-

Determination Theory (SDT) SDT (Deci & Ryan, 2000) links autonomy (flexible workflows), competence 

(training), and relatedness (team cohesion) to intrinsic motivation. Patel et al. (2021) found 31% higher 

productivity in SDT-driven private banks versus public peers. 

Comparative Insights D’Souza (2022) showed Maslow excels in structured roles (e.g., clerical work), 

while SDT boosts innovation in digital banking (e.g., 34% faster adoption of fintech tools). 

 

Research Gap 

Theoretical Isolation: Prior studies examine SDT or Maslow independently, ignoring synergies.Cultural Context: 

Limited analysis of how India’s high power-distance culture affects SDT’s autonomy principle. Sector-Specific 

Barriers: No comparative study on public vs. private bank constraints (e.g., bureaucracy vs. agility). 

 

Research Methodology 

Design: Qualitative synthesis of secondary data Academic databases (SCOPUS, Web of Science): Peer-

reviewed studies (2015–2023).Institutional reports: RBI, IBA (Indian Banks’ Association), NITI Aayog. 
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Bank case studies: SBI (public), ICICI (private). Analysis: Thematic coding via NVivo to map: Maslow factors 

(salary, promotions). SDT factors (autonomy, skill development).Performance outcomes (productivity, 

turnover).Validity: Triangulation across sources and expert validation. 

 

Research Objectives 

1. Compare the Efficacy of SDT and Maslow's Theory on Employee Performance Metrics 

Purpose 

2.  Identify Contextual Barriers to Implementation in Indian Banking 

3. Develop Hybrid Motivation Framework for Indian Banking 

 

Explanation of the objectives  

1.Compare the Efficacy of SDT and Maslow's Theory on Employee Performance Metrics 

Purpose: 

To quantitatively analyze how intrinsic growth (SDT) vs. hierarchical fulfillment (Maslow) impacts key 

performance indicators in Indian banking contexts.Theoretical Basis:Maslow: Satisfaction of deficiency needs 

(physiological → safety → social) precedes growth motivation SDT: Intrinsic motivation thrives when 

autonomy, competence, and relatedness are supported 

 

 
2. Visualization: Performance Pathway Comparison 

 
 

2: Identify Contextual Barriers to Implementation in Indian Banking 

Purpose:To diagnose institution-specific obstacles limiting successful application of both theories. 

Critical Barriers:Structural Barriers:Public banks: Bureaucratic hierarchiesPrivate banks: Metrics-driven 

cultures 

Cultural Barriers: 

⚫ High power distance limiting autonomy 
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⚫ Collectivism vs. individual growth balance 

Operational Barriers: 

⚫ Legacy promotion systems (seniority vs. merit) 

⚫ Digital skill gaps 

 

Measurement Framework: 

 
 

Analysis Focus: 

How these barriers differentially affect: 

Public banks: Stifle SDT's autonomy while overemphasizing Maslow's safety needs  

Private banks: Undermine Maslow's social needs while pushing SDT's competence demands 

 

3. Develop Hybrid Motivation Framework for Indian Banking 

Purpose: 

To create a context-sensitive model integrating both theories' strengths. 

Integration Principles: 

1. Foundation Layer: Maslow's security needs as stability platform 

2. Growth Accelerator: SDT's psychological needs as performance catalysts 

3. Cultural Bridge: Adaptation mechanisms for India's collectivist professionalism 

 

Framework Structure: 

 
 

Implementation Strategy: 

 

Public Banks: 

 

➢ Start with Maslow security base 

➢ Add SDT through "innovation sandboxes" 

➢ Bridge with transparent promotion criteria 

Private Banks: 

 

➢ Leverage existing SDT flexibility 

➢ Strengthen Maslow through career security 

➢ Bridge with collaborative goal-setting 
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III. Conclusion 
SDT outperforms Maslow in sustaining innovation and adaptability, while Maslow remains vital for 

foundational stability. Hybrid implementation—e.g., combining SDT-driven skill development with Maslow-

aligned financial rewards—addresses India’s cultural hierarchy and digital transition needs. Public banks must 

decentralize decision-making to leverage SDT effectively. 

 

Future Research Directions 

➢ Hybrid Quantification: Empirical validation of SDT-Maslow balance ratios (e.g., 60% SDT/40% Maslow 

in private banks). 

➢ Generational Analysis: Motivation differences among Gen-Z (SDT-focused) vs. Boomers (Maslow-

focused) employees. 

➢ AI Integration: Role of AI tools in delivering personalized SDT-driven feedback. 
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