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Abstract: This study examines the issue of self-motivation as a potential tool for overcoming the 

conservative mindset, negative thoughts, lack of self-confidence, and inner conflict among the 

Bangladeshi readymade garments factories employees. It is expected that organizations will set the 

essence of motivation among employees, but the question has arisen that, how the employees will 

develop their self-motivational spirit, while the organizations fail to provide the motivational 

environment for their employees. Self-motivation becomes a very vital factor for the employees, when 

organizations failure is apparent in many aspects of organizational functioning. Self-motivated 

employees help themselves individually and they help the organizations mutually. In many extent 

organizations do not provide motivational elements for the employees. Eventually, employees became 

demotivated and work starts to seem less inspiring to the employees. But the reality is that employees 

have to continue their works within the demotivating circumstances because of survival issues. This 

study assists how employees use their self-motivation to overcome the workplace barriers. Qualitative 

research (semi-structured interview) approach has been applied in this research to collect data from 20 

employees among the Bangladeshi Readymade Garments (RMG) factories. The findings suggested that 

self-motivation works positively to reduce conservatism, negative mindset, lack of self-confidence, and 

to overcome inner conflict. 
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human being, we can trained up our mind by 

our self to adapt with feeling and situation. 

Employee also can do same thing in their work 

life. The research is conducted in Bangladesh 

Ready Made Garments sector, where employee 

dissatisfaction and unrest are rampant 

compare to other industry. RMG sector is 

playing an important role in the growth of 

GDP and employment of Bangladesh, this 

research may solve the problem with the art of 

self-motivation 

1. Introduction 

Now a day’s employee motivation has become a very vital issue for employees’ performance and 

engagement in a competitive business environment. Bangladeshi Readymade garments (RMG) sector is 

the prime sector that is contributing to earn the largest portion of foreign revenues and create 

employment opportunities for four million people, according to Bangladesh garments manufacturing 

export association reports (BGMEA, 2017). Though this is one of the largest manufacturing sectors in 

Bangladesh, the industry is functioning under many limitations.  The businesses are highly dependent on 

international buyers and the industry is very much competitive. As a result, the businesses are 

functioning in the industry with a limited profit margin to get orders from foreign buyers. That is why 

despite having willingness the factory owners cannot provide all the time required motivation and 

opportunities to their employees. So that, the gap in between the employees’ expectations and industry 

reality are difficult to fulfill within the existing situation. Even In many cases Bangladeshi RMG 

employees are having inner conflict and becoming less productive, negative minded, less confident in 

their workplace. Therefore, the urgency of self-motivation concept emerged in the field of the RMG 

industry in Bangladesh.  

It has been observed that many times employees of this industry involved in industrial actions and 

suffered for the dissatisfaction in their jobs, subsequently, the employees of this industry are undergoing 

conservatism, negative mindset, lack of self-confidence, and inner conflicts. 
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 In the present competitive work environment, competitive employees are essential for any 

organization to remain successful in business. In this respect, the importance of motivation cannot be 

overlooked. Therefore, it is highly essential to ensure fully committed and loyal employees at the 

workplace. As a result, this study aims to investigate how self-motivation could be used as a tool to 

reduce conservatism, negative mindset, lack of confidence, and to overcome inner conflict among 

employees for having a better-motivated workforce. 

 Self-motivation is an internalized or innate human desire to carry out a job, apply and advance 

one’s skills or abilities through practice or in challenges (Hannam & Narayan, 2015; Ryan & Deci, 2001). 

Self-motivation is unique to individuals and could vary within the individual to individual according to 

the task, and this must be available to achieve an acceptable level of performance when external supports 

are withdrawn. In reality, intrinsically motivated individuals are more curious, more willing to use 

nontraditional approaches to reach decisions, more cognitively flexible, more open to and willing to 

search for new knowledge, and may incline these individuals to be creative ( Coates et al,.1979). 

Motivation is not something that employers can give to employees; in other words, it is not something 

that can be transferred from enthusiastic employers to uninspired employees.  

  The significance of this study is enormous in several ways. Firstly, its results would offer a better 

understanding of self-motivation roles to reduce conservatism, negative mindset, lack of self-confidence, 

and to overcome inner conflict among employees. Secondly, fresh insights into self-motivation, 

conservatism, negative mindset, lack of self-confidence, and inner conflict can be derived from this study. 

Thirdly, this study also offers practical solutions to employers when assisting employees to achieve the 

acceptable level of performance; and finally, it will contribute to this area of study with respect to 

knowledge, theory, and methodological expansion. 

         As expounded earlier on how important self-motivation is, the study is guided by the following 

research question: 

 

Research Question  

• What is the role of self-motivation to reduce conservatism, negative mindset, lack of self-

confidence and inner conflict among in employees? 

2. Literature Review 

This section is segmented into five subsections in order to offer relevant literature on conservatism, 

negative mindset, lack of self-confidence at the workplace, and inner conflict in relation to self-

motivation. Based on this, the section is organized in such a way that these terms are operationalized in 

light of previous literature.  

2.1. Concept of Self-Motivation 

According to (Zimmerman, Bandura, & Martinez,1992) when people undergo through difficulties 

they apply self-motivational mechanism to influence themselves to do the best as possible and they try to 

overcome the consequences by eliminating the perceived odds in the surroundings by taking in to 

account the present situational demand. Allowing self-permission able to think about the things that 

make individual happy and overcome work-related stress and drives towards productivity. Self-

motivation is a mechanism that creates willingness of doing things during the pains (Benabou & Tirole, 

2002). Self-motivation plays a role over the uncertainty of working individuals.  

Self-motivation is when employees have a sense of autonomy, competence, and relatedness (Ryan & 

Deci, 2000). As against the extrinsic motivation, such as poor pay, insufficient promotions opportunities, 

self-motivation can be used as a tool to reduce conservatism, negative mindset, lack of self-confidence, 

and to overcome inner conflict among employees.  
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Researchers argue that, although self-determination, the flexibility of work setting, level of 

preparation for one’s job, could provide opportunities for employees to achieve the acceptable level of 

performance (Morgeson, Delaney-Klinger, & Hemingway, 2005); the degree to which employees use 

them to achieve the desired level of performance depending on self-motivation. Moreover, since self-

motivation remained important factors, among employees to achieve job satisfaction and targeted 

performance, for employees to achieve job satisfaction and performance.  

While previous studies on self-motivation have been employing quantitative methods (Cerasoli & 

Ford, 2014; Copriady, 2014; Dysvik & Kuvaas, 2011; Gerhart & Fang, 2015; Hannam & Narayan, 2015; 

Hayati & Caniago, 2012; Li, Wei, Ren, & Di, 2015; Morgeson et al., 2005; Ryan & Deci, 2000); a limited 

number of researcher have addressed the issue of self-motivation with a qualitative approach. Through 

an extensive review of the literature reveals that, this issue has less been addressed using a qualitative 

research approach. In fact, very limited evidence of studies that inquire about how self-motivation could 

be used to reduce conservatism, negative mindset, lack of self-confidence, and to overcome inner conflict 

among employees was found.  Employee self-motivation-helps to fulfill their needs and desire in the 

organizations. Self-motivated employees managed by own self even in an unrewarding working 

situation. 

2.1.1 Conservatism  

Conservatism has a negative association with feedback-seeking behavior (Huntington, 1957). 

McLeod (2005) suggested that a conservative personally has a pessimistic tendency to take other people 

opinions and want to restrict themselves to their own opinions. As a result, they grow a pessimistic 

attitude towards the open-ended activities. Subsequently, they become isolated from the groups and 

started to feel demotivated in their working environment. Existing literature on the conservative mindset 

is nearly interlocked with negativity (Ma & MacMillan, 1999). Conservative individuals discover pleasure 

inside the pessimistic approach, in which they are suffused with.  It is noticeable that studies defined that 

the conservatism in a manner that refuses change (Ellwardt et al., 2012). 

Psychologists Jackson (2002)  contend that people with such affection are typically attempting to 

divert oneself from facing the conflicts inside. But if the person is mentally strong and realizes his own 

situation, then they can use self-motivation to come out from the negative diversion. It is difficult to 

distinguish if the internal space has a clashed vibration; the fact is that in life circumstance will make 

sufficient “substances” where one would see these contentions rising to the top over and over. It may be 

seen life may be overflown with anxiety dissatisfaction and disharmony because of conservatism and it 

can be happened in relationship wellbeing, vacation or in work place. They are just “mirrors” showing 

the vicinity of clashed vibes which really hampered own selves’ proper engagement in the workplace 

(Delbridge, 2010).  

Russell, (1978) mention that communication and open feelings are well capable tools for reducing 

conservative mindset. In any case, a generous group of writing shows that there are solid equal impacts 

between open and conservative mindset. They have found that such sentiments are very associated with 

both positive and negative sentiments, they have found that such sentiments are very associated with 

both self-reports and outward appearances (Ekman, 2007, 1992).  

2.1.2 Negative Mindset 

Negative mindset refers to the negative attitude of an employee towards himself or herself and on 

his or her colleagues as well (Kniffin & Wilson 2010). As a result, a negative minded employee in an 

organization all the time try to find negativity in all aspects of work and often engage negatively in team 

works, which constitutes a detrimental impact in organizations (Lu et al 2011). 
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 Negative mindset is a problem to self-change, where any changes feel like major trouble. People 

fail to see the little steps, and they do not have the energy to make enormous developments; along the 

lines, they feel stuck, constrained, and out of options. As a result, they become frustrated. This is the 

common kind of negative mind-setting problem (Gilbert, De Winne & Sels, 2015).  

 Some scholars believe that negative workplace attitude is a type of social undermining for 

employees (Bothma & Roodt, 2013), and employees surrounded by such negative mind setting. In such 

condition it will be difficult to trust others or establish good supportive cooperation (Aquino and Thau, 

2009); meanwhile, the negative mindset can be resulting great side effects to employees’ productivity and 

engagement (Ellwardt et al., 2012). 

 It is also the fundamental driver of numerous issues, including uneasiness, wretchedness, and 

dependence in the workplace (Francis & Keegan, 2006). Luthans and Luthans (2004) highlight the 

importance of a positive mindset as a psychological capital for an organization. Also, Aycan, Al-Hamadi, 

Davis and Budhwar (2007) believe that negative mindset really limits productivity in the work 

environment when people start to believe that any misstep is a disappointment. People constantly feel 

bound to fear that they must be perfect and do not want to be caught or being trapped in a negative 

mind-set. It also leads to mental frustration and helps build up uneasiness and anger among colleagues. 

 According to Cameron, Dutton and Quinn (2003), self-motivated employee are more organized 

and have good communication skills, and more self-stimulated to negotiate the organizational challenges, 

as a result self-motivated employee can help himself control of negative aspect. 

2.1.3 Lack of Self Confidence  

Self-confidence determines the faith or determination of on self; the determination is one’s capability 

to negotiate the circumstances according to the situation as they may arise (Benabou & Tirole, 2002). Self 

believes permit one’s self capability to perform (Hopstock, 2008). In recent times, employers are putting 

more emphasis on team capacity for self-management. This comes from the increasing trend of 

confidence in employees. If employees feel confident in carrying out a task, the productivity can logically 

be expected to rise too. Some researchers on administration conveyance propose the significance of 

creating confidence convictions on group’s aggregate ability (Whiteoak, 2007). Lack of self-confidence 

among employees in the organization has been considered by many HRM experts to be a sign of poor 

total quality management (Bosmans et al., 2016).   

Employees are ethically obliged to foster an environment where people can confidently speak up 

about their observations, concerns, feedback and suggestions for future improvement or to correct a 

present obstacle (Payne & Wayland, 1999). An employer understands the significance of engaging 

employees at an emotional level. They address problematic issues face-to-face in their communications to 

staff, but at the same time create enthusiasm around what is to come, rather than the current fear and 

disappointment that actually happen because the employer was able to increase the level of self-

confidence among the employees (Aiken et al., 2012).   

Strong change leadership requires top-level management and leaders to envision what success looks 

like and equally important is giving as much precise detail as possible, but also acknowledging what is 

not yet known (Rush et al., 2013). To make employees feel more secure and encourage a confident 

attitude, employees should demonstrate transparency and apply a personal touch by going above and 

beyond the corporate actions. They also need to find opportunities to actively involve employees in plans 

by facilitating a two-way dialogue will also support engagement goals that eventually rise to demonstrate 

employee self-confidence level (Northouse, 2015). 

Above all, employees need to come across as authentic, having confident themselves, and courteous 

to inspire the confidence and respect of the workforce (Berg & Karlsen, 2013). 
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2.1.4 Inner Conflict  

According to Yolanda and Purba (2018), inner conflict though it is a negative phenomenon whereas 

it is not entirely destructive, it is a character dealing with human mixed fillings or emotion also it not 

tangible or visible. A contention inside oneself is regularly alluded to as an inner conflict (Ngari & 

Mukururi, 2014). To be more particular, an inner conflict frequently happens when people need to settle 

on an ethical or moral choice in light of the fact that they are confronting a difficulty or something to that 

effect (Baars, 2003). Inner conflict is one of the barriers to satisfaction and achievement. As per we know, 

Inner- conflict is a common and often inevitable element of personal relationships. 

      Employees need to pick between what is correct and what is wrong or what might be viewed as 

great or terrible. In the setting of human resource management, psychology, and neuroscience; there are 

diverse sorts of contention that are connected with an individual, working with others, and struggle 

inside of organizations because of inner conflicting elements (Stolorow, 1985).  

Furthermore, Kepes and Delery (2007) posit that inner clash is connected with the information that 

employees get about right versus wrong, or great versus terrible. Inward clashes are for the most part an 

aftereffect of a problem happening in employees’ job and life and can be something exceptionally 

straightforward or extremely complex in nature (Baars, 2003).  

Managing inner clashes is a noteworthy test that emerges for any individual who is staff. (Widyani 

& Sugianingrat, 2015) stated that, when an individual face inner conflicting situation self-determination 

plays a vital role to take a positive decision.  

2.2. Conceptual Framework 

As expounded earlier this study would like to explore self-motivation role to reduce conservatism, 

negative mindset, lack of confidence, and to overcome inner conflict among employees From the 

foregoing discussion on conservatism negative mindset, confidence at workplace, and inner conflict in 

relation to self-motivation; it is clear that the study of this nature which use qualitative research method 

(semi-structured interview) is less common in the literature. To fill this gap, several questions were 

developed on the base of (figure1) to uncover the roles of self-motivation to reduce conservatism, 

negative mindset, lack of self-confidence, and to overcome inner conflict among employees. In fact, the 

study of this nature is crucial for both employers and employees’ perspective. 

 

Figure 1.Conceptual framework of this study   
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3. Methodology 

The researcher has adopted the qualitative research approach to examine the self-motivation as a 

tool to reduce conservatism, negative mindset, lack self of confidence, and to overcome inner conflict 

among employees. Based on the recommendations of Guest (2006) and Malterud, Siersma and Guassora 

(2015) that a purposive sample of 6 to 10 interviewees with diverse experiences may provide sufficient 

information in an interview-based study; the sample size for this study consist of 20 employees from 

Bangladeshi readymade garments factories. Participants were selected for the present study through 

purposive sampling approach. Participants were invited using formal invitation letter and after then a 

convenient day and time were communicated by the researchers for interviews as previously schedule. 

Moreover, the criteria for selecting interviewees were that the employee should have experience of 5 

years or more; must be above 28 years of age, and currently serving as an employee. 

 Semi-structured interviews were used for data collection; Qu and Dumay (2011) mentioned that 

semi-structured interview requires guided and prepared questions with identified themes in a consistent 

and systematic way, intervened with probes designed to elicit more elaborate responses. In this type of 

data collection, the focus is on the interview guide, incorporating a series of broad themes to be covered 

during the period of the interview to help in directing the conversations towards the issues about which 

the interviewer wants to investigate. Collecting the required data for this study, thematic analysis was 

carried out. In this case, relevant themes were extracted and used as headings in the subsequent section – 

qualitative data analysis section. 

4. Data Collection and Analysis 

This study was conducted using in-depth face-to-face interviews with the respondents individually. 

Interviews lasted approximately between 45 and 50 minutes. The respondents were asked key questions 

and analytical questions, as well as throw-away questions. All interviews with the consent of the 

respondents were audiotaped and later transcribed. The transcribed data were coded and scaled down to 

meaningful themes as stressed by Miles and Huberman (1994). In addition, the researchers encouraged 

the participants to voice their feelings openly on the subject matter. As highlighted in the table-1, 
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respondents were included in twelve males and eight females, having sound diverse working experience 

in a variety of designation, belonging to readymade garments industries in Bangladesh. 

4.1. Research Participants 

A sample of 20 experienced employees from renowned private RMG organizations was selected for 

this study, as can be seen in Table 1. The respondents were taken from presently working employees 

among renowned readymade garments factories. Respondents were selected from the position of 

assistant general manager, senior manager, manager, production manager, junior executive, general 

workers. 

 

Table 1. Brief Profile of Participants 

No. Gender Title and organization Age 
Work 

Experience 

R1 Male Assistant general Manager (RMG)                                          55 21 

R2 Male Assistant general Manager (RMG)                                          51 20 

R3 Female Assistant general Manager (RMG)                                          47 18 

R4 Male Senior Manager (RMG)                                          42 15 

R5 Male Senior Manager (RMG)                                          48 16 

R6 Female Senior Manager (RMG)                                 46 17 

R7 Male Senior Manager (RMG)                                 44 15 

R8 Male Production Manager (RMG) 35 9 

R9 Male Production Manager (RMG) 33 9 

R10 Female Production Manager (RMG) 31 8 

R11 Female Production Manager (RMG) 38 13 

R12 Female Assistant Manager (RMG) 30 5 

R13 Male Assistant Manager (RMG) 31 7 

R14 Male Senior Executive Officer (RMG)                                    30 6 

R15 Female Junior Executive Officer (RMG)                                       32 6 

R16 Male General Worker (RMG)                                                   28 5 

R17 Male General Worker (RMG)                                                   32 13 

R18 Female General Worker (RMG)                                                   29 6 

R19 Female General Worker (RMG)                                                   28 5 

R20 Male General Worker (RMG)                                                   29 7 

4.2. Conservatism 

Do you believe that self-motivation reduce conservatism? How do you think to have a conservative 

mind effect the employees at the workplace? What problems having a conservative mind can 

lead to? 

The respondents (R3, R5, R8) stated their confusion when answering the questions about the 

conservative mind. Those answers were ignored when designing the analysis part. Some respondent 

mentioned their lack of desire to work with colleagues as the definition of the conservative mind. This not 

only applies to the employees of organizations, but also the managerial levels. When a manager of an 
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organization is not able to effectively share the problems and guidelines or communicate the orders in an 

efficient manner to the employees, the performance of the employees and success rate of the managers 

also affected.  

 This leads to an overall lack of productivity for the institution and which eventually lead to the 

conservatism in the individual and organization level at a large. Some respondents also mentioned that 

this kind of pessimistic attitude can be a great cause of organizational turmoil. Although understanding 

conservatism was less common, only two respondents (R10, R16) stated to detail conservatism from the 

top-level management point of view, all respondents also answered in terms of the conservatism of the 

employees. One of the respondents (R6) mentioned that accepting others’ opinions and changing trends 

is not only a fundamental human courtesy, but also a sign of decency and organizational duty. 

 If someone is not willing to accept new thoughts, changes and others’ opinions, or at least, accept 

that others have right to their own opinion, this makes working side by side very difficult. That person is 

never going to accept anything that they do not want. Those people also are known to force their 

opinions on others and make them do what they want, how they want. Often, they ignore the orders of 

their authority if goes against personal conviction or opinion. This is one of the most detailed 

understanding definitions of conservative mind provided by respondents (R1 R4, R10, R15).  

      Respondent (R5) said that people have been created differently by God. If God wants, he would 

have created everyone equal and of the same type. It would have been just like how God made ants or 

bees, but we are humans. We are “khalifah” or representative of Allah in this world. We have been sent 

here to carry out God’s work and we are different by nature. By explaining conservative nature in this 

way, the respondents (R5, R8, R15) presented their case for conservatism not only being damaging to an 

organization’s profitability, but also against religious demands and idea sharing.  

Conservatism is one of the biggest blocks to being shared with colleagues. A respondent who 

primarily was a teacher presently serving as an administrator in the RMG industry (R2) believed that 

ideas should be shared with colleagues. If it inspires the colleagues to be more productive, the humanity 

will benefit from the open-mindedness and progressive advancements. In addition, poor communication 

arises out of the conservative mind. The respondents (R2,R11,R9,R16,R8) recommended that, open 

positive feeling and communicated positive feeling can be recognized in principle, the nearness of one 

frequently leads to getting nearness of the other. Another word it can be considered that positivity 

eliminates conservatism and invites progressiveness and self-motivation make a bridge in between them. 

4.3. Negative Mindset 

Do you believe that self-motivation reduces negative mindset? How important making friends with 

positive minded people? Are there any negatively minded personnel at your workplace? How 

did you manage to maintain work with them? Do you avoid negative minded people? 

All the respondents unanimously agreed on the harmful effects of negative mindset and they 

differed on the way they perceive negative mindset and to what extent it causes injury to bottom-line of 

an organization. They also outlined some suggestion from their personal experiences to recovery. 

  Respondents (R1, R6) mentioned that. Having a negative mindset will lead to laziness and 

hamper to generate innovative ideas. They also mentioned that personal changes can be brought to 

overcome the ill effects of the negative mindset. They acknowledge that due to the diverse collection of 

people in an organization, some people will always be negative minded. There is no way to avoid this 

reality. Respondent (R 6) mentioned the importance of level of thinking when dealing with negative 

minded people. She believed she does not tried not to be friend people with negative minded attitude. 

She also believes that people’s positive or negative outlook should not be judged based on the degree or 
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academic performances alone. The people who are the most exposed to real-life situations and workplace 

diversity are the ones who are the most likely to persevere and come out victorious out of struggles. 

 Another respondent (R13) believed that high moral character can help someone to convert 

negative minded people to positive minded people. If someone is presently going through hardship, it is 

possible that external environments are causing him or her to become negative. This issue is only 

temporary. It is possible to overcome from the situation once the troubling time has over. That 

respondent believes that it is not very difficult to convert a habitually negative minded employee into 

positive mind- setting on the other hand, If the motivating person rank lower than a motivated person 

than its difficult to change the higher rank person negative mindset.  

             The respondent (R3) cited a personal experience where an employee became highly paranoid 

due to external negative mindset. He eventually began to think that the people in the office were doing 

conspiracy to humiliate or creating work hassle for him. The respondent who shared the story suggested 

one way of overcoming from this short of negative mindset issue. She recommended leaving personal 

thoughts at home. An employee should come to office with a single goal in mind. She should do the job 

diligently and as efficiently as possible. A large portion of the businesses relies on multi-people 

workforces. Therefore, work cannot be done if employees are negatively minded about themselves (R3, 

R14,). To overcome this situation, The respondents (R1,R11,R13,R19,) suggested that trust has to be 

formulated in every level in the workplace so that each of the members of the organization can trust each 

other, that will help them to overcome from the negative mindset, self-motivation help to overcome from 

negative mindset by following situations .  

4.4. Self Confidence 

How important is lack of confidence in improving workplace efficiency? Do employees perform better if 

they can raise their own confidence level by self-motivation? How do business owners try to 

improve employee confidence level? What incentives measures can employers may take to 

improve the employee’s self-confidence? 

Respondent (R1) sited a quote of (Barrie Davenport) “Low self-confidence is not a life sentence. Self-

confidence can be learned, practiced, and mastered just like any other skill. Once you master it, 

everything in your life will change for the better” and he also mentioned that the lack of self-confidence 

among the employees makes the work, uninspiring, and as a result they find no interests to work. He 

suggested a way to increase self confidence level in work place through practicing self-motivation.   

 Some respondents suggested (R11, R14, R17) that training and encouragement from the peers and 

from the senior colleagues help to increase the confidence level among the employees. They also suggest 

that the human resources department has to play a crucial role in this. They have to monitor the 

performance of the employee, analyses the data of the employee to identify who needs a professional’s 

assistance for example training, motivation, guidance and counseling. Respondent (R5) mentioned that 

the middle and upper-level management or even at the corporate level can organize some events to make 

the people more confident in their professionals and social life. For instance, an event like, sporting 

activities, corporate get together, open discussion talk, debate and cultural programs. This program 

eventually will help to overcome shyness, hesitations and confusions of an employee to mix with senior 

colleagues and upper level management officials in more confident ways which will help an employee to 

perform better in his or her workplace. 

For work-related matters, more group meetings provide a great way of improving ties between 

workers. From the manager’s point of view, a proactive boss can be very inspiring to employees (R1, R13, 

R19).  
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 This is particularly true for new employees or people who are very young and just starting out in 

their career. When they see their boss working very hard and taking a pro-active approach in all the 

things that he does, they can definitely get more inspired to do the same. Since the boss is already in a 

successful position in their eyes, such action by bosses can also serve as a role model function to new and 

young employees who suffer the most from a lack of confidence (R7, R13). 

 A respondent (R7) here made a keen observation that lack of confidence isn’t always necessarily 

correlated to with lack of skills or lack of passion. Just because the person is untried and untested, they 

get shyness or an uneasy feeling inside of themselves that maybe they cannot do the job. 

 One respondent (R11) said this is a very critical and long-lasting issue. Building the self-

confidence initiative has to be taken from university and college level, so that a potential employee will 

be more confident while he/she will be entered at the workplace.  Respondents (R19) highlight the need 

for bosses to make sure that their employees are happy with their work. They can also organize office-

wide events to celebrate achievements, recognition. They can also indirectly spread positive vibes. Bosses 

and higher up managers can try talking politely and with patience to the shy and unconfident employees, 

self-motivation increase mental strength to perform better work. 

 Moreover respondents (R3, R9,R14,R16) gave the emphasize on self-motivation, which they 

considered one of the key elements to increase the self-confidence. They exemplified that in many cases 

organization present situation may not be rewarding or favorable for an employee but if the employee 

motivating themselves thinking whatever he is getting, is more than enough to show his performance 

eliminating the present difficulties. As a result, an employee can overcome many workplace difficulties 

and personal shortcomings by increasing confidence level through self-motivations.  

4.5. Inner Conflict 

Explain inner conflict’s role in damaging employee strength and performance. In your opinion, how 

employees can recover themselves from inner conflict situation by self-motivation? 

Respondents (R10, R11) mentioned that following religion and strict personal principles are the keys 

to overcoming a person’s inner conflicts. One should also engage in regular and frequent prayers and ask 

for forgiveness from God to overcome these issues that make in conflicts a person’s inner mind.  They can 

also consult with experienced professionals, knowledgeable peers, or previous workers to understand 

how the issues can be dealt with in a more professional and systematic ways and  

finally realizing the facts through consultations, the employee can take a correct stand to dealt with 

the problem upholding the self-motivation approach.  All respondents agreed that the inner conflict in 

the workplace degrades overall performance. 

   Respondent (R5) mentioned that inner conflict is magical. Nobody can see it, but it invisibly 

destroyed the individual’s self-confidence to perform and reduce the performance of the whole 

organization consequently. Respondent (R3) made a very interesting remark about the timing of inner 

conflict. According to her, inner conflict is the highest during morning hours of her work. She also 

observed the same incidence among her colleagues in several workplaces. Thus, she believed one of the 

ways bosses can help to reduce inner conflict in the work environment by speaking slowly and gently to 

the employees in the earliest morning season of the office. She also mentioned that whenever the prophet 

Mohammad (SW) used to capture the enemies, he would always treat them kindly and with respect. The 

same technique can be employed by bosses with employees to remove their conflicting attitude in the 

workplace. This will help reduce the power struggle and tension at work and diffuse some elements of 

inner conflict.  

 The respondents (R3,R6,R17,R12) believed that inner conflict is an internal and personal 

phenomenon. Therefore, it should be dealt with personally by the employee suffering from it. The first 
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step, according to him dealt with inner conflict is that people should not react immediately. They should 

take a deep breath, pause for a while, and evaluate if the issue is truly their own fault or others’ fault. 

(R5,R7,R14) They also highlighted that the  role of the family in solving these issues is very important. 

People with stronger ties with family and relatives, according to them, takes shorter time to overcome the 

inner conflict. At an organizational level, they also recommended that nurturing a culture, where people 

are treated with dignity and respect. Employees should not be neglected, even if they are the junior in the 

workplace. In an inner conflicting situation self-motivation helps employees to take quick decision and 

overcome from inner conflict circumstances.   

4.6. Self-Motivation 

Do you believe that overcoming from the negative mind setting, conservatism, lack of self-confidence 

and inner conflicting situation, self-motivation can be an effective tool? 

The most significant finding of this study is that self-motivation has a significant role to overcome 

from negativity in the workplace environment which has been agreed by all the respondents.  Though, 

they differed regarding the methods via which self-motivation can be attained. They have shone diverse 

opinions in their conceptualization of motivation and how someone can train himself without outside 

interference to become motivated over an issue.  

 The respondents (R1,R4,R6,R15) suggested that the key to self-motivation lies in a combination of 

several factors. They suggest employees have to know all the basics of their work. They should know 

their work inside out and be aware of the fundamentals. They should know the work as well as their 

company, what the company wants, what goals the bosses are trying to achieve. After knowing these the 

employee can adjust himself or herself to align along that line and be more productive. By this way not 

only organization is benefitting more, but also the employees are also able to achieve greater motivation 

to perform for the organization. This approach of motivation is being generated by the person himself, it 

is a great example of self-motivation for dealing with various workplace issues, inner conflict in 

particular. Communication has also been identified as a key resource for self-motivation by the several 

respondents (R3, R9, R14, R18, R19). Some have suggested reading positive psychology and management 

related books for self-help or motivational experts. Another respondent (R2) said that self-motivation can 

be problem-oriented and can be self-guided. He cited the examples of   professional guidance where 

someone can get training and workshops to overcome from the inner conflicting problems. Some other 

respondents (R7, R11,R13,R16) believed if someone simply has the right goals and reasons to pursue 

greater productivity at work, they will naturally find the ways to make it happen.  

 In addition, (R5, R12, R17, R20) said that, organizations can stimulate self-motivation by hiring 

the right bunch of people for the right nature of work. They identified talent drainage as one of the 

leading reasons why people get demotivated. For example, employing a talented individual in the 

hardware department when his major area of expertise is programming then it will be a waste of talent, 

they claimed. No matter how hard he tries, he can never truly motivate himself to do that job well 

because it is worthless for him. Therefore, managers and bosses can take a more hands-on approach at the 

recruitment level to protect their employee’s confidence level, so that the employees will not encounter in 

a conflicting situation at the beginning and demotivation doesn’t occur. To summarize the above-

mentioned respondents’ points of views, it can be said that all the respondents have an in-depth and 

rigorous analysis on the issues of self-motivation and its influencing factors. Many of the respondents 

agreed that self-motivation directly effects to reduce negative mindset, inner conflict, lack of self-

confidence and conservatism. In pressurized working situation employees of Bangladeshi RMG industry 

are performing their work and many of the issues create burdens for themselves, which eventually takes 

them towards the negative mindset. 
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 The respondents (R12, R17, R20) also believed that, overcoming from the tough working 

situation, motivation should come both from organizational perspective and from the employee’s own 

side.  Employees own self-motivation become an obvious treatment to overcome from the inner 

conflicting situation and to raise their confidence level to remove themselves from negative mind-setting. 

From respondents’ statements also revealed that in situations where employees go through under the 

conservative attitude by their peers and bosses, that influence them to develop conservative and 

suspicious mind settings, which severely hampered employees overall involvement in work and their 

performance.  

 To overcome from this type of unrewarding working situation the respondents suggested that 

self-motivation is an effective mechanism to bring out employees from conservative mind-setting. As a 

result, employees will be more engaged, productive and will be able to negotiate confidently against the 

perceived challenges in their own working environment. Self-motivation is an inner power, people who 

have self-motivation power they can find a reason and get the strength to complete the task in a 

challenging situation without others influence. Self-motivation can be a good tool to dealing with the 

negative mind setting, conservatism, lack of self-confidence and inner conflict so that self-motivation can 

help employees to advance in their career in challenging working situations. 

5. Conclusions 

This study used a qualitative inquiry to analyses the effects of conservatism, negative mindset, lack 

of self-confidence, and inner conflict on employee performance. Additionally, it looked into the issue of 

self-motivation as a potential tool for overcoming these barriers. The general findings of this study tend 

to confirm that, all the five variables self-motivation; conservatism, negative mindset, lack of self-

confidence, and inner conflict are the massive blow to the efficiency of employees. Conservative mind not 

only lower the employees’ own productivity, but also it acts like a virus. Conservatism, negative mindset, 

lack of self-confidence, and inner conflict bring down the productivity of employees and let the 

organization down in the process. Some potential ways of dealing with this are incorporating training 

workshops, stronger leadership, professional guidance for managers, etc. In a similar fashion, it has been 

identified that negative minded people make the work environment difficult to operate in.  Key solutions 

to these issues include training, greater self-determination, introducing of remedial events, potential use 

of positive psychology books and material, help from professional doctors or psychological practitioners, 

counseling, and spiritual guidance. The most striking of the findings was how so many respondents 

managed to tie the aspects of professional conduct and psychological aspects of motivation and conflict 

with prophetic traditions. This study finds that the self-motivation has a big role to overcome from the 

depressing situation. Self-motivation is the best motivation towards the progressive thinking. It has also 

been considered patience, kindness, compassion, and sympathy are the key components of overcoming 

from negativity. If the employees and employers do practice such deeds with regularly, the workplace 

environment should be much more pleasant and enjoyable. It will lead to greater employee satisfaction 

and happiness so that employees will be happier at their work.  It is a win-win situation for all. Given the 

importance of this area of study, the researchers have called for more studies, especially from the other 

part of the world. Future research should be incorporated more members to discuss the dynamics of the 

vital components on the topic matter of this study. 
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