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M O T I V A T I O N 

Have you ever wondered what moves individuals and teams towards goals or why certain KPI’s are not achieved, even though the incentives seem 
attractive? 

 
 
 
 
 

 
 
 

 
 
 

 
 
 
 
 
 

The Self Determination Theory 

Fig 1, The Self Determination Theory, (University 

of Rochester Medical Centre 2022) 

(Deci & Ryan, 1985, 2000) 
The Self Determination Theory is a concept born from years of research in motivational 

psychology and is now largely agreed to be the most effective strategy for motivating 

people. Researchers discovered in recent years that there are three universal needs that 

relate to motivation, these are Competence, Autonomy and Relatedness (Deci & Ryan, 1985, 

2000). 

The degree to which everyone requires these needs to be fulfilled varies and may range from 

somewhat required, to highly desirable and is linked to personality types. An effective 

personality tool to incorporate here is the DISC Profile (see page 3). 

The diagram on the next page explains the three primary motivational needs as well as four 

additional needs which people later develop. These are the Seven Key Internal Motivators 

which can be used to develop incentives for teams and individuals. 

To ensure the best performance from individuals and teams we need to stimulate high levels 

of intrinsic (internal) motivation and ensure that the incentives (external motivators) 

facilitate growth and do not undermine individual needs, as this would cause a lack of 

motivation. 

Internal and External motivators work together creating a healthy “push and pull” 

environment that is present in high performing businesses. 
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THE THREE PRIMARY MOTIVATIONAL FACTORS 

Competency 

This refers to the level of mastery or specialisation that an individual 

requires to feel fulfilled. When formulating incentives, think about 

which things might feed this desire.  These could be: 

>> Paying for an accredited course/ workshop

>> Attending a masterclass of their choice

Autonomy 

This relates to the level of freedom in choice and decisions 

individuals make and allows for independent behaviour to achieve 

an outcome. This is important to indivuals with a high need for being 

in control of their own destiny.  Which incentives can you think of 

that might support this need? 

>> A paid day off

>> Flexibility in work schedules

>> Early mark or late start

>> Don’t tell, give choice and options

Relatedness 

The need to connect and belong with others is likely one of the 

strongest internal motivators that drives human behaviour, 

incentives aligned for this need should nurture and build 

relationships. Can you think of more options ? 

>> Dinner with the boss

>> Fancy dinner for two (to use socially)

>> Team outing

>> Weekend away (to use socially)
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Purpose 

The reason a business exists is also the purpose of the business. The purpose statement can be determined by asking what do we offer and how is that 

unique? For example “a skincare business that exists to transform skin with high science ingredients that do no harm.”  It is important to determine that 

team members appointed have a similar value set to that of the business and their role, as this ensures longevity in the organisation and interest in the 

daily tasks at a minimum. 

Meaning 

People want to know that their time and contribution matter long-term and as part of the ethics of good business practice there is an opportunity to 

give back. Deriving meaning from our daily activities is always linked to achieving a higher purpose. For example “ I am passionate about helping teens 

over come acne (purpose), because it gives them greater confidence and happiness (meaning).  In other words, how are my actions contributing value 

to my loved ones and the world around me? 

Identifying what is meaningful to your team and making them part of contributing to that cause through their daily work drives greater performance 

through internal motivation. Find your why and you will find your way. 

Reflection Activity: 

What is the businesses purpose and why does this matter? 

Why does each team member want to be part of that purpose, what is their why? 

This is what it may look like to align the Employee’s purpose and value set with that of the business: 

1. List the Business Purpose/s 2. Align Employee Purpose & Values 3. Align the Incentive

Profitability Financial Goals/ Mortgage / Shares etc Achieve x and we will invest y in shares for you 

Emotional Fulfillment More time with family Achieve x by Thursday and take next Friday off 

Quality Products and Services Achieve amazing results for clients Educate on the value of the companys offerings 

Improving Customers Lives Build better confidence for clients Post positive client feedback to team page and 
social media with required permissions. 

4. List the Business Values
Survey the Employee using 1 – 10 sliding scale. 
1= I agree a little / 10 = I agree alot Compare the results 

Trust Trust is very important in every relationship Have fun developing a quiz around your 
organisational purpose and values to create 
incentives that motivate your team and to 
understand where training can close the gaps. 

Integrity It’s okay to slighlty change the truth 

Quality Quality  is more important than running on time 

Knowledge Knowledge is only important to senior staff 

 

THE FOUR LEARNED MOTIVATIONAL FACTORS 
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THE FOUR LEARNED MOTIVATIONAL FACTORS cont. 

Power 

Power comes in many shapes and forms and may be described as an internal feeling of empowerment with the absence of self-doubt. Power is closely 

associated with influence, and it has the capacity to shape performance, actions, beliefs, and behaviours of others. An empowered leader will seek 

opportunities to reach down and pull someone up a level and to lead by example in pioneering new processes and things. To have power over specific 

resources, bring a whole new level of responsibility to be a good Stuart of those resources.  If an employee has a healthy drive for power, you may want 

to consider incentives that develop leaderships skills and encourage growth in their area of interest. 

Rewards 

The most common reward in the service industry is commission. If this is so effective then why do we so often encounter teams that are almost over 

incentivised with commission, yet still not performing? This is because we have missed an opportunity to sit down with the team and understand what 

their core motivators are. Spoiler alert, it is not always money or possessions, one may also consider rewarding with prepaid gym packages, data bundles, 

professional education, development workshops, luxury experiences, time off and so forth. 

On every occasion, it is important for the incentive to match the challenge and reward a job well done. 
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1. Use a personality architype tool to determine individual traits that drive strengths and weaknesses. The simplest and most effective
for this exercise is the DISC method.  Divide the team members into 4 categories according to their DISC profile. (Example on page 6)

2. Using the 7 key internal motivators to create a survey, using a rating system, or sliding scale and ask employees to rank each attribute
in order of least important (1) to most important (7) to determine how important each attribute is individually.

If the majority members in a specific category value e.g. Autonomy, then formulate the strategy around that group being personally
accountable to reach their goals, rather than frequent check-ins and micromanaging.  The others who flourish on staying connected
continue to have weekly one on ones with management and the autonomous employees get bi-weekly reviews. However it is important
for every employee to have monthly accountability sessions, in the form of a team management meeting and a performance review
on an individual basis each quarter.

3. To formulate the incentive, allow the group to nominate 3 incentives at values that you set, of which 2 have a minor value and one a
major value. Tell them if they hit their KPI, they get to choose which one of the incentives apply. However, if they get very close to their
incentive and miss, the top prize falls away and the top one or two high performers in the team get the minor prize value.

4. Put up a leader board in your physical staff room or create a virtual staff room to provide performance updates. Individuals who value
Autonomy, will self-regulate their performance to meet set goals and they can see where they are tracking without feeling
micromanaged.

5. You will only need to do this activity once every three months. In addition to driving better performance in the workplace, you will also
be supporting the company culture by creating a sense of belongingness and relatedness with your team, which is important to
maintain a harmonious work environment.

PUTTING MOTIVATION INTO PRACTICE 

https://www.discprofile.com/what-is-disc/disc-styles#:~:text=The%20DiSC%20model%20describes%20four,two%20main%20DiSC%20style%20quadrants.
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Individual DISC Performance Management: Motivational Assessment Tool 
We are all a mix of the various profiles, however there will always be a dominant quadrant, so use that as your guide. For example if the person is DI in 
their profile assessment and test as a stronger D than I, then use Dominance as their key personality type as demonstrated in the example below. 

Jane Smith 
Personality Profile 

D I S C 

Profile Traits DOMINANCE 
Confident, direct, 
assertive outspoken, 
demanding, driver. 

INFLUENCER 
Enthusiastic, optimistic, 
open, trusting, 
relational, generous, 
persuasive, and energetic 

STEADINESS 
Cooperative, 
sincere, loyal, and 
dependability. Calm, 
intentional, systematic, 
unhurried. 

CONCIENTIOUSNESS 
Focuses on quality and accuracy, 
values expertise, and competency. 
Enjoy their independence, love the 
details, and often fear being wrong. 

Rate the following motivational factors in order of importance with 1 being least important and 7 being most important to you 

Autonomy 7 

Competency 1 

Relatedness 3 

Purpose 5 

Meaning 4 

Rewards 2 

Power 6 

Individual analysis: Jane places high value on working autonomously, she not that motivated by demonstrating competency, but enjoys 
having purpose, and finding meaning in her work. She has also listed power as an important aspect of her motivational framework. Jane 
will do well with KPI’s built around these motivational factors. 

*See the final example on page 8 to understand how to formulate the incentives using a group approach for bigger teams.
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Group DISC Performance Management: Motivational Assessment Tool 
Once you have your teams individual DISC profiles, allocate them into groups that represent their strongest profile.  Ask each group to complete the 
same activity below, this time, deciding as a team how to rank the importance of each motivational factor. You now have valuable information to 
formulate your incentives and manage performance through motivation. 

Personality Profile D I S C 

Profile Traits DOMINANCE 
Confident, direct, 
assertive outspoken, 
demanding, driver. 

INFLUENCER 
Enthusiastic, 
optimistic, open, 
trusting, 
relational, generous, 
persuasive, and 
energetic 

STEADINESS 
Cooperative, 
sincere, loyal, and 
dependability. Calm, 
intentional, systematic, 
unhurried. 

CONCIENTIOUSNESS 
Focuses on quality and accuracy, values 
expertise, and competency. Enjoy their 
independence, love the details, and 
often fear being wrong. 

Team Members by DISC 
Profile 

Jane 
Pam 
Alex 
Lucia 

Penny 
Sue 

Megan 
Kerry 

Delia 
Angela 

As a group, rate the following motivational factors in order of importance with 1 being least important and 7 being most important 
to you as a group.  If there is a big difference in opinion, go with the majority vote, don’t overthink it. 

Autonomy 7 7 3 5 

Competency 1 2 4 6 

Relatedness 3 5 7 2 

Purpose 5 6 3 1 

Meaning 4 1 2 7 

Rewards 2 4 5 3 

Power 6 3 1 4 
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Team analysis: 

In this team the common motivators that are frequently highly rated across all the DISC groups are Autonomy, Relatedness, Purpose, 
Power. The least motivating factors are Rewards, Meaning, and Competency. 

Management Action Steps: 

* Provide group education on how Rewards, Meaning and Competency, enable Purpose and Power
* Formulate incentives that support Autonomy, Relatedness, Purpose, and Power (See page 2 and 3 for incentive examples)
* Track performance and provide feedback in weekly, bi-weekly, monthly and quarterly as applicable to group

NOTES: 

________________________________________________________________________________________________________________
________________________________________________________________________________________________________________
________________________________________________________________________________________________________________
________________________________________________________________________________________________________________
________________________________________________________________________________________________________________
________________________________________________________________________________________________________________
________________________________________________________________________________________________________________
________________________________________________________________________________________________________________
________________________________________________________________________________________________________________
________________________________________________________________________________________________________________
________________________________________________________________________________________________________________
________________________________________________________________________________________ 


