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What is Motivation?



Motivation at Work



Intrinsic Motivation

SELF-ESTEEM FUN INTERESTING PLEASURE SATISFACTION ENJOYMENT 



Intrinsic Motivation



Extrinsic Motivation

PAY BONUSES COMPANY CAR PRAISE HOLIDAYS CAREER 
ADVANCEMENT



Extrinsic Motivation



Extrinsic Motivation



Types of Motivation



Four Forms of Motivation

EXTRINSIC IDENTIFIED

INTRINSIC INTROJECTED

Action Non-action

External

Internal



Theories of Motivation



Theories of Motivation



Motivation
Theories

Content
Theories

Process
Theories

Maslow’s Hierarchy of Needs 

Herzberg’s Motivation-
Hygiene Theory

McClelland’s Needs Theory

Aldferger’s ERG Theory

Vroom’s Expectancy Theory

Adam’s Equity Theory

Locke’s Goal Setting Theory



Content Theories



Maslow’s Theory Applied to the Workplace

Needs level General rewards Organisational factors

1. Physiological Food, water, sex, sleep a. Pay
b. Pleasant working conditions
c. Cafeteria

2. Safety Safety, protection, stability, 
security

a. Safe working conditions
b. Company benefits
c. Job security

3. Social (belongingness and 
love)

Love, affection, belongingness a. Cohesive work group
b. Friendly supervision
c. Professional associations



Maslow’s Theory Applied to the Workplace

Needs level General rewards Organisational factors

4. Esteem Self-esteem, self-respect, 
prestige, status

a. Social recognition
b. Job title
c. High-status job
d. Feedback from the job itself

5. Self-actualisation Growth, advancement, creativity a. Challenging job
b. Opportunities for creativity
c. Achievement in work
d. Advancement in the 

organisation



Maslow’s Theory Applied to the Workplace

Physiological 
needs drive 
behaviour

Safety needs 
drive 

behaviour

Belongingness 
needs drive 
behaviour

Esteem needs 
drive 

behaviour

Self-
actualisation 
needs drive 
behaviour

If satisfied If satisfied

If satisfied If satisfied



Critique



Content Theories



Aldferger’s ERG Theory



Critique



Content Theories



McClelland’s Three Needs Theory

ACHIEVEMENT

AFFILIATIONPOWER



McClelland’s Three Needs Theory

ACHIEVEMENT

AFFILIATIONPOWER

• Strong need to set and accomplish 
challenging goals

• Takes calculated risks to achieve 
goals

• Likes receiving regular feedback 
on progress/achievements

• Often prefers to work alone



McClelland’s Three Needs Theory

ACHIEVEMENT

AFFILIATIONPOWER

• Wants to ‘belong’ to the group
• Strives to be liked, will often go 

along with the rest of the group
• Favours collaboration over 

competition
• Not fond of risk or uncertainty



McClelland’s Three Needs Theory

ACHIEVEMENT

AFFILIATIONPOWER

• Wants to control / influence 
others

• Enjoys competition (rather 
than collaboration) and 
winning

• Enjoys status and recognition



Content Theories



Herzberg’s Two Factor Theory



Herzberg’s Two 
Factor Theory

Job Satisfaction Job Dissatisfaction

Influenced by 
Motivator factors

Influenced by 
Hygiene factors

• Achievement
• Recognition
• Responsibility
• Work / task itself
• Advancement
• Personal growth

• Working conditions
• Coworker relations
• Policies and rules
• Supervisor quality
• Base wage, salary

Improving motivator 
factors increases job 

satisfaction

Improving hygiene 
factors decreases 
job dissatisfaction



Process Theories



MOTIVATION 
=

VALENCE
(reward)

The value placed on a 
given reward.

Can be extrinsic or 
intrinsic

EXPECTANCY
(effort)

Measures confidence in 
being able to achieve 

required results. 
Subjective measure

INSTRUMENTALITY
(performance)

Measures individuals 
belief that the promised 
reward will be delivered 

by organisation





Process Theories

• Theory about fairness and justice in rewards

• Balance between Inputs and Outputs

• What a person puts in to their job versus what they get out of it



Adam’s Equity Theory

INPUTS OUTPUTS

EQUITY 
Fair balance between inputs and outputs

Time Effort

Loyalty

Personal 
sacrifice

Commitment

Tolerance

Flexibility Recognition

Bonus

Benefits
Pay

Praise

Reputation

Responsibility

Enjoyment

Security

Employees become demotivated and reduce their input 
and/or seek change/improvement when they feel their inputs 
are not being fairly rewards with outputs.



Adam’s Equity Theory



Justice at Work



Justice at Work



Process Theories

• Suggests that goals direct and focus behaviour

• One of the most influential theories in business and management

• Locke and Latham (1990): performance is markedly higher when people 

set goals. 



Locke’s Goal 
Setting Theory

• Number of goal 

setting principles 

that make them 

more (or less) 

effective:

Goal 
Setting 

Principles

Clarity

Challenge

CommitmentFeedback

Task 
complexity



Critique



Critique



Ryan and Deci’s Self-
Determination Theory



Self-Determination Theory (SDT)



Self-Determination Theory (SDT)



Self-Determination Theory (SDT)



Self-Determination Theory (SDT)

Coercive 
content 

(doing for 
money)

Threat to 
autonomy

(doing what we 
agree with)

We ‘feel’ we 
don’t like 

something (e.g., 
work)



Self-Determination Theory (SDT)



AUTONOMY

Doing what you 
agree with

COMPETENCE

Doing it well

RELATEDNESS

Connecting 
with others

Not just love and work 
(R and C)

But love and 
MEANINGFUL work 

(inclusion of A)

Satisfaction of needs = thriving and happiness (well-being)



Self-Determination Theory (SDT)



Motivation and Well-being



Motivation and Well-being



Motivation and Well-being
Hedonic well-being:

Based on notion that increased 
pleasure and decreased pain 

leads to happiness

Eudemonic well-being:
Focused more on meaning and 
self-realisation, and defines WB 

in terms of the degree to which a 
person is fully functioning.



Job Design and Motivation



Job Design and Motivation



Job Characteristics Model (JCM)



Job Characteristics Model (JCM)

Job Characteristics Psychological States Work-related Outcomes

Skill Variety
Task Identity

Task Significance

Autonomy

Feedback

Experienced 
Meaningfulness

Experience Responsibility 
(for work outcomes)

Knowledge of results 
(of work)

High Performance
High (intrinsic) Motivation

High Satisfaction



Motivating Potential Score (MPS)



Motivating Potential Score (MPS)



Critique



Job REdesign



Job REdesign

Job Rotation Job Enlargement

Moving between jobs 
in an organisations.

Predominantly lateral

Horizontal expansion.

Addition of duties and 
tasks to the same job

Vertical expansion.

Addition of functions 
and responsibilities

Job Enrichment



21st Century work design



21st Century work design



A new model of job design
Locke and Latham (2004)

Self-Efficacy

Perceived 
competence

Trust 

Role adjustment
e.g., job crafting, 
delegation, job-

sharing

Job content

Knowledge
(+ motivation + 

opportunity)

Performance


